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1. The Problem 
CHAPTER I 
INTRODUCTION 
A. Scope of This Study 
7 
The basic problem of this study is one of deter-
mining the effect on management practices of minimum wage 
legislation in the State of Rhode Island. Wage rates 1m-
posed by a legislative body might have been considered by 
our forefathers as completely contrary to the very nature 
of American enterprise. Theoretically, under a system of 
free enterprise, wages are set according to economic worth 
and the law of supply and demand. Yet on January 1, 1&49, 
state minimum wage legislation existed in twenty-six of the 
forty-eight states1 and Federal minimum-wage provisions 
under the Fair Labor Standards Act of 1938 were estimated 
in September, 1948 to cover approximately twenty-two mil-
lion workers2 • Obviously, then, the problem of how minimum 
wage legislation has affected management practices assumes 
importance of a national nature. 
1. These were: Arizona, Arkansas, California, Colorado, 
Connecticut, Illinois, Kansas, Kentucky, Louisiana, Maine, 
Massachusett s, Minnesota, Nevada, New Hampshire, New Jersey, 
New York, North Dakota, Ohio, Oklahoma, Oregon, Pennsylvania, 
Rhode Island, South Dakota, Utah, ~ashington, Wisconsin: 
State Minimum Wage Laws, Women's Bureau, U. s. Department of 
Labor, Washington, D. c., Leaflet No. 1, 1948. 
2. "Ten Years Operation Under the Fair Labor Standards Act, 11 
Monthly Labor Revi ew, September, 1948, pp. 271-274. 
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It is well to make clear that this study attempts 
to evaluate only one phase of minimum wage legislation. 
This is wage legislation by states. This problem is further 
narrowed to include only one state, Rhode Island. However, 
it is believed by the writer that by analyzing the effects 
of Rhode Island minimum wage legislation a step towards a 
broader evaluation of the impact of wage regulation on bus-
iness management will be realized. 
2. Approach to the Problem 
In order to evaluate what effect Rhode Island mini-
mum wage legislation has had on industry under its regula-
tion, three main steps were developed. 
essarily includes background material. 
The first step nee-
This is provided by 
a brief summary of minimum wage history including the develop-
ment and objectives of both State and Federal legislation. 
The second step consists of an examination of the construc-
tion and operation of the Rhode Island minimum wage law and 
of minimum wage orders enacted under it. A detailed account 
of the actual procedure for setting one of these wage orders 
will be discussed. This leads us to the third step, that of 
gauging the effect of wage orders on industrial practice. 
This is done through an analysis of earnings and employment, 
the nature and number of inspection visits and wage collec-
tions, and an analysis of the general impact on employers of 
minimum wage regulation. 
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B. History of Minimum Wage Legislation 
1. Early Beginnings 
The first minimum wage law in the United States 
was enacted by the Massachusetts legislature in 1912. By 
the end of 1913, eight other states had followed Massachu-
setts in providing regulation for rates of pay for women 
and minors.l This sudden activity in wage regulation was 
the direct result of numerous investigations of industrial 
conditions. During the first decade of the twentieth cen-
tury, Federal, State, and private research groups had begun 
to devote considerable attention toward examining industrial 
life. Publication of many investigations showed that a 
large percentage of women and minors were actively engaged 
in industry and at disturbingly low rates. Public opinion 
was aroused to such an extent that an appropriation to study 
working conditions in Massachusetts was passed by that state. 
This led directly to the establishment of the first minimum 
wage law. The purposes commonly cited in these early laws 
were: (1) to prevent women workers from being paid a wage 
so low that they could not support themselves in a proper 
and healthful manner; and (2) to keep such low-paid workers 
from being a burden on the state in times of hardship. 
After this original impetus, the wage regulation 
1. These were: California, Colorado, Minnesota, Nebraska, 
Oregon, Utah, Washington, Wisconsin. 
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movement slowed down considerably with only eight further 
jurisdictions enacting wage legislation in the next ten 
years. 1 The movement was brought almost to a complete stand-
still when the District of Columbia minimum wage law was de-
clared unconstitutional by the United States Supreme Court 
in 1923. 
2. Questions of Constitutionality 
The constitutionality of minimum wage legislation 
was a question that took nearly fifteen years to settle. 
During this period of minimum wage history, the constitu-
tionality aspect was the chief determinant of minimum wage 
legislative growth. Few states expanded legislation into 
this field and many states that had this legislation revised 
or ignored it in accordance with the United States Supreme 
Court rulings. 
The first major case envolving minimum wages was 
the so-called Adkins Case in 1923. 2 The specific law en-
volved was the District of Columbia Minimum Wage Law enacted 
by Congress to provide for the setting of minimum wages for 
women in that jurisdiction. The Supreme Court in a split 
decision ruled that this law violated the right of free con-
tract and the due process clause of the Fifth and Fourteenth 
amendments to the Constitution. This ruling was based on the 
1. These were: South Dakota, Arizona, Arkansas, District of 
Columbia, Kansas, North Dakota, Puerto Rico, Texas. 
2. Adkins vs. Children's Hospital (261 u.s. 525). 
ll 
fact that minimum wages under the District of Columbia law 
were to be set on the sole basis of what was considered to 
be necessary for the maintaining of good health and the pro-
tection of morals. 1rhe court objected to this on the grounds 
that wages fixed in this manner violated the right of free 
contract between employer and employee to bargain together 
on the question of contract for employment. A f urther point 
of invalidity was the fact that minimum rates were set with-
out regard to t he value of the services rendered to the 
employer but were based solely on the necessity of the 
employee. 1 
The decision of the Court in the Adkins Case pro-
duced a period of inaction. At the beginning of 1933, mini-
mum wage laws were on the statute books of only nine States, 2 
and in some of those States the laws were ineffective and 
inoperative. During 1933, however, seven States enacted 
minimum wage laws. 3 Of these, all but one formulated their 
laws on a basis which was believed would overcome the ob-
jections raised in the Adkins Case. In substance they pro-
vided that wage minimumswould be set if it could be found 
1. A complete legal review of the Adkins Case can be found 
in Selected Articles ~ Mini~ Wages and Maximum Hours, 
edited by E. G. Nichols and J. H. Barcus, New York: H. w. 
Wilson Co., 1936, pp. 1-157. 
2. These were: California, Colorado, Massachusetts, Minne-
sota, North Dakota, Oregon, South Dakota, Washington, Wisconsin. 
3. These were: Connecticut, Illinois, New Hampshire, New 
Jersey, New York, Ohio, Utah. 
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that wages were being paid to a substantial number o~ women 
and minors that were: (1) less than the ~air and reasonable 
value of the services rendered; and (2) less than sufficient 
to meet the minimum cost o~ living necessary to health. 
The constitutionality of this type of legislation 
was presented in Morehead vs. Tipalso, 298 U.S. 58?. In 
July of 1936, the Supreme Court ruled that this test of the 
New York law was governed by the Adkins Case in that in sub-
stance, there was no great dif~erentiation between it and 
the District o~ Columbia law. This was a sharp set-back to 
State regulation of wages in that the decision in this case 
definitely ruled that the regulating o~ wages did not ~all 
within the legislative powers of the States. 1 However, the 
Supreme Court reversed this decision in March o~ 1937 when 
it held the State o~ Washington minimum wage law constitu-
tional.2 The majority decision here ruled that the protec-
tion of women is a legitimate end o~ the exercise of the 
State's power and that the requirement of a minimum wage 
fairly ~ixed in prder to me e t the necessities ~or existence, 
is an admissable me ans. 3 With the decision o~ this case, 
the power of State legislatures to determine and set minimum 
1. Supreme Court decision as reviewed by the Monthll Labor 
Review, July , 1936, p. 78. 
2. West Coast Hotel C. vs. Parrish, 300 U. s. 379. 
3. Supreme Court decision as reviewed by the Monthly Labor 
Review, May, 1937, p. 1202. 
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wage rates for women was definitely established. Later the 
same year, the Oklahoma Supreme Court held valid the Oklahoma 
wage and hour law which regulated minimum wages for both men 
and women. Following the lead of the United States Supreme 
Court in upholding the Washington State law, it was ruled 
that it was just as essential for the State power to pro-
teet the health and morals of adult men as adult women. The 
liberties of men to manage their own affairs and contracts 
were held to be no more sacred than the rights of women. Due 
to a legal technicality concerning the sufficiency of the 
title of the Oklahoma Act, the enforcement of men's minimum 
wages was held invalid. However, it was clearly stated that 
the power to legislate men's minimum wages was definitely a 
valid exercise of power. 1 This view has not been challenged. 
The first Federal attempt to regulate wages on a 
national basis was met with a Supreme Court rebuff. This 
occured under the National Industrial Recovery Act of 1933. 
This act, among other things, w~s the first major attempt to 
establish broad minimum wages for all employees. Through its 
fair competition codes, many industrial employees were pro-
vided a minimum wage for approximately two years. However, 
this ended abruptly when the United States Supreme Court de-
clared the act unconstitutional in 1935. 
1. The Oklahoma decision as reviewed by the Monthly Labor 
Review, May, 1937, pp. 1105-1106. 
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3. Subsequent Growth and Development 
As a result of the definite establishment of the 
validity of State minimum wage legislation, eight more States 
1 had enacted wage regulation by 1940. In addition, other 
States having minimum wages revived, amended, or made ef-
fective their laws. Following the decision of the Oklahoma 
State Supreme Court on the validity of minimum wages for men, 
only one State, Connecticut, included them in its wage law. 
Meanwhile, the Federal government had become active 
in providing minimum wages on a national scale regardless of 
sex. Following the voiding by the Supreme Court of the 
2 N.I.R.A., the Walsh-Healey Public Contracts Act was en-
acted in 1936. This law provided for the establishment of 
minimum wage standards by the Secretary of Labor for private 
employees in the performance. of government contracts in ex-
cess of $10,000. On June 25, 1938, President Roosevelt ap-
proved the Fair Labor Standards Act of 1938. 3 This law 
provides for a minimum wage and maximum work week for em-
ployees engaged in interstate cmmnerce or in the production 
of goods for interstate commerce. Wages and hours were set 
on a gradated time scale so that for the first year the 
1. These were: Rhode Island, Arizona, Nevada, Oklahoma, 
Pennsylvania, Kentucky, Louisiana, Maine. 
2. U. S. Code, title 41, sees. 35-45. 
3. Supp. V to U. s. Code, 1934, title 29, chapter 8. 
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minimum wage was set at twenty-five cents per hour, the max-
imum week at forty-four hours. 1 The second year, the maximum 
week was set at forty-two hours with a minimum rate set at 
thirty cents per hour, this latter to apply for six years. 
The maximum work week was set at forty hours for the third 
and all future years while the mimimum wage after October, 
1945, is set at forty cents per hour. 
On October 26, 1949, President Truman signed a new 
Federal minimum wage law entitled the Fair Labor Standards 
Amendments of 1949. This law took effect January 25~ 1950, 
and is substantially the same as the Fair Labor Standards 
Act of 1938 with one principal exception. The exception 
being that under the new law, the minimum wage is raised 
from forty cents per hour to seventy-five cents per hour. 
Although the maximum work week is still forty hours, the new 
law provides more lee-way in rates of overtime payment. 
By January 1, 1949, twenty-six States2 had mini-
mum wage regulation in effect and the remaining twenty-two 
were reported considering similar laws. Through the Federal 
government, all employees engaged in interstate commerce or 
the production of goods for interstate commerce were pro-
3 tected by minimum wage provisions. 
1. Before over-time which was to be paid at the rate of 
time-and-one-half. 
2. See footnote 1, p. 1. 
3. Except for specific industries exempt from law. 
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In addition, fixed minimum wage rates have been 
applied to workers engaged in the construction of public 
works by thirty-five States, the Congress of the United States 
and the territories of Alaska and Hawaii. 
C. The Place of State Legislation and Federal Legislation 
1. Method of Approach 
The history of minimum wage legislation shows the 
development of two distinct types of laws: those laws having 
their source in Federal power; and those laws having their 
source in State power. The difference in the sources from 
which these laws have come have, in l arge part, determined 
the method of approach and their development. 
The Federal law which has had the chief affect up-
on minimum wage rates is the Fair Labor Standards Act. The 
source of authority from which this law was enacted in 1938 
is the p ower of the Federal government to r egula te inter-
state comraerce. The declaration of policy of this Act, in 
effect, states that labor conditions in industries engaged 
in interstate commerce which are detrimental to the main-
tenance of a necess ary minimum standard of health, efficiency 
and well-being , burden commerce. They are an unfair method 
of competition and they lead to labor disputes. All these 
burden the free flow of goods in interstate commerce. The 
development of laws under this power, then, have had to be 
of a nationa l nature. As a result, Federal minimum wage 
17 
regulation in the F.L.S.A. is or a statute, rlat coverage 
type. In other words, one rate is fixed for all employees 
regardless of occupatioh. In the F.L.S.A. this was augmented 
by the instituting of industry committees. These industry 
committees were appointed for each industry engaged in inter-
state commerce. Their purpose was to recommend the highest 
minimum rate approaching the statute rate for that industry 
with the understanding that all minimum wage rate& would be 
at the rate of forty cents per hour by October, 1945. 
The source of State minimum wage legislation is 
the police power of the States to enact laws for the protec-
tion of their citizens. This, combined with the smaller 
entity envolved in State Legislation, has produced legislation 
primarily on an industry basis. Twenty-three States of the 
twenty-six States with minimum wage legislation, set wages 
by the use of a wage board. These States have enacted stat-
utes which specify that rate setting shall be done by a wage 
board especially convened for each particular industry. No 
maximum or minimum rate is set by statute. In the three States, 
1 Arkansas, Nevada, and South Dakota, not using the wage board 
type of rate setting, the minimum rate is set b y statute for 
all proscribed industries. 
2. Coverage 
As pointed out in previous sections, Federal mini-
mum wage laws affect only those employees engaged in or pro-
1. Also Alaska, Hawaii, and Puerto Rico. 
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ducing goods for interstate commerce. In general, the 
courts have broadly defined and construed what employees 
fall in this category. Employees "engaged in" interstate 
commerce has meant employees in industries which serve as 
the actual instrumentalities of interstate commerce. This 
would include the telephone, telegraph, radio, and transpor-
tation industries. The courts have also included under the 
above, employe~s whose work is an essential part of the 
stream of interstate commerce. Employees engaged in "pro-
ducing goods for" interstate commerce include those engaged 
in the manufacture, processing, or distributing of goods 
which in whole or in part move in commerce between States. 
Also included under this category are employees in occupa-
tions necessary to production. This includes those engaged 
in maintenance, repair, office work, and watchmen. The 
interstate commerce clause has been generally interpreted 
as not applying to retail and service establishments, the 
majority of whose trade is intrastate. 
Although substantially the same workers will re-
ceive coverage under the Fair Labon Standards Amendments of 
1949, exemptions are more numerous and more clearly defined 
particularly in the retail and service industries. Some 
degree of exemption is also to be found for factory workers. 
A new definition of coverage makes the new law apply only to 
those workers who are wonking in any "closely related" pro-
cess or any occupation "directly essential" to the production 
19 
1 of goods. This changes the coverage in the old law which 
related to any worker in any occupation "necessary to" the 
production of goods for interstate commerce. Thus it would 
seem as though some plant employees engaged in work not 
specifically related to the production of goods will not be 
covered by the new law. 
One notable aspect of Federal legislation is that 
it has always applied to employees of either sex. This cov-
erage is conspicuously absent in State legislation. The 
actual number of employees covered by the F.L.S.A. was es-
timated to -be twenty-two million in 1948. Of these twenty-
two million, 1.7 million were estimated to have received wage 
raises due to this Act. 2 Under the Fair Labor Standards 
Amendments of 1949, it is estimated that nearly 1.5 million 
workers, mainly in manufacturing will receive wage increases. 
Although these increases can be as much as thirty-five cents 
per hour, the same source estimates that not more than one 
out of four workers receiving increases will be raised more 
than fifteen cents per hour. 3 
State legislation, by the very nature of its source, 
1. "Effect of Changes in Wage-Hour Act," 
Review, October 21, 1949, pp. 54-56. 
U.S. News and World 
2 . These estimates and material on the Fair Labor Standards 
Act of 1938 have been largely drawn :from "Ten Years Operation 
Under the F.L.S.A.", Monthly Labor Review, September, 1948, 
pp. 2?1-74. 
3. "New Minimum Wage Law", Monthly Labor Review, November, 
1949 , supplement IV. 
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is restricted to intrastate commerce. However, twenty-six 
1 states plus the District of Columbia, Alaska, Hawaii, and 
Puerto Rico have minimum wage laws. Table I is a summary 
of the industries to which State legislation has been applied. 
In general, it can be seen that these laws cover principally 
local manufacturing and non-manufacturing industries with 
chief emphasis on retail stores and service industries 
In 1942, it was estimated that there were approx-
imately 130 State wage orders in effect (including statute 
rates). 2 In only four States; Connecticut, New York, Rhode 
Island, and Mas sachusetts, do the minimum rates set apply to 
men as well as to women and minors. Most State laws apply 
only to women (and minors) because they have been found to 
be usually the lowest paid workers. 
The estimated number of workers covered by State 
legislation in 1942 was only one and one-quarter million with 
a potential coverage estimated at four and one-quarter million 
workers. 3 These figures are, no doubt, considerably below 
the number of employee s covered today because of the growth 
in the number of employee s engaged in occupations under mini-
mum wage coverage and because of the increased activity of 
1. See footnote 1, p. 1. 
2. State Minimiun-Wage Laws and Orders: 1942, Bulletin No. 
191, Women's Bureau, u. S. Department of Labor, Washington, 
D. c.: U. S. Government Printing Office, 1942, p. 2. 
3. Ibid., p. 1-2. 
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TABLE I 
INDUSTRIES COVERED BY STATE MINIMID~ WAGE RATES 
January 1, 1949 
Manufacturing 
Industry 
Wearing Apparel • • • • • • 
Canning • • • • • • 
Confectionery • • • • • • • 
Jewelry • • • • • • • • • 
Macaroni, spaghetti, and noodles. 
Bre ad and bakery products • • • 
Brushes • • • • • • • • • 
Druggist preparations • • • • 
Electrical equipment and supplies 
Paper boxe s. • • • • • • 
Pocketbooks and l eather goods. • 
Stationary goods and envelope s • 
Toys, game s and sporting goods • 
Light manufacturing • • • • • 
All manufacturing. • • • • 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
• • 
Total number of States having minimum 
rates covering all manufac~uring or 
specific branches of manufacturing • 
Nonmanufacturing 
Industry 
Laundries • • • • • 
Retail trade • • • • 
Dry cleaning and dyeing. 
Beauty culture. • • • 
Hotels and restaurants • 
Packing • • • • • 
General and professional 
Telephone and telegraph. 
Public housekeeping • • 
Amusement and recreation 
Miscellaneous • • • • 
• • • 
• • • 
• • • 
• • • 
• • • 
• 
offices. 
• • • 
• • • 
• • • 
• • • 
• • • 
• • • 
• • • 
• • 
• • • 
• • • 
• • • 
• • • 
• • • 
• • • 
• • • 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
Total number of States h aving minimum 
rates covering branche s of nonmanufac-
turing industries • • • • • • • • 
Number of States 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
·• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• · 
• 
• 
• 
• 
• 
6 
6 
3 
2 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
10 
17 
Number of States 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
-. 
• 
22 
19 
17 
16 
16 
8 
8 
7 
7 
2 
8 
26 
Source: State Minimum-Wage Laws and Orders: ~~ Florence 
P . Smith, Bulletin of the Women's Bureau, No. 191, u. s. 
Government Printing Office, Washington, 1942, p. 3-5. Brought 
up-to-date by use of Supplement Number 1, Number 2, and ~­
ber 3 to Bulletin Number 191 of the Women's Bureau, and 
State Minimum Wage Orders-a8coming-Effective Since End of 
World War II, U. s. Department of Labor, Women's Bureau:-
Washington~.January 1, 1949. 
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most States in broadening this coverage. It was .estimated 
that in 1949 there were twenty million workers in intrastate 
1ndustries.1 The comparitively low figure given above for 
1942 includes only the potential number of workers that 
could be covered if the 1942 State minimum wage laws were 
utilized to their fullest extent. 
D. Development of Rhode Island Minimum Wage Legi slati.on 
1. Events Leading to Minimum Wage Enactment 
The Rhode Island minimum wage law was passed in 1936. 
However, this was the culmination of more than twenty years of 
spadework. For although Rhode Island lagged behind her 1m-
mediate neighbors, Connecticut and Massachusetts, in securing 
this legislation, active interest in minimum wage regulation 
was expressed as far back as 1911. In this year, Florence 
Kelly, then secretary of the National Consumers' League, urged 
minimum wage enactment before the Rhode Island chapter of the 
League. This speech helped set in motion a movement of con-
tinuous agitation for such legislation. 
There is ample evidence of the need for protection 
of women and minors in Rhode Island industry. Textiles and 
jewelry manufacturing have always been major industries in 
this State. In both these industries, a high percentage of 
women are, and have been, employed. This, combined with the 
generally accepted employment of women in service and retail 
1. Amy Hewes, "Basic Wage Protection", Christian Science 
Monitor Magazine, June 7, 1947, p. 2. 
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industries, has given Rhode Island one of the highest ratios 
of women employees to the total work force of any industrial 
state. Although accurate records of employment are not avail-
able for early years, records for the past decade show that 
women have comprised between 37% to almost 40% of the total 
work force in Rhode Island. The national average for similar 
years ranged between 25% and 33%. Industries employing a 
large number of women are relatively old and well-established 
firms in the state. It would seem reasonable to conclude, 
then, that Rhode Island's working force has always had one 
of the highest ratios of women employees to the total work 
force. 1 Women employees have always been the chief recipients 
of low wages. It is not surprising, therefore, to find agi-
tation for the betterment of women's working conditions in 
Rhode Island at an early date. 
The leader for legislative action on minimum wages 
was the Consumers' League of Rhode Island. This League was 
organized in Rhode Island in 1901. According to its early 
constitution, the purpose of the League was "···the forma-
tion of a public opinion which shall lead consumers to rec-
ognize their responsibility". 2 Consumers were urged to 
1. Affirmation of this view has been expre ssed by the Rhode 
Island State Labor Department. Figures and material for this 
immediate section have been drawn from Annual Report of ~ 
Department of Labor, State of Rhode Island, 1945, 1946, 1947 
and 1948. 
2. "The Consumers' League of Rhode Island--Its First Twenty 
Years", The Round-Table, bimonthly publication of the Con-
sumers' League of Rhode Island, Vol. XVI, No. 4, April-May, 1942. 
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accept a moral responsibility as to the way goods are made 
and sold. In 1911, the League was the only public organiza-
tion daring enough to advocate minimum wage legislation. As 
executive secretary and president of the League, Miss Alice 
W. Hunt personnally led the agitation for this legislation. 
Through her perseverance and prodding, public hearings for 
seventeen years were sponsored by the League to enlist public 
support and to influence the State Legislature. Starting in 
1919, these hearings brought together supporters of minimum 
wages with groups of manufacturers and members of the legis-
lature. These supporters organized by the League were largely 
drawn from the ranks of prominent women's organizations, the 
ministry, and representatives of organized labor. In con-
junction with the hearings, the League gained the services 
of the most prominent law firms in the State free of charge 
for the purpose of drawing up minimum wage bills. These bills 
were presented annually to the legislature. Miss Hunt per-
sonally attended House and Senate discussions and hearings 
on these bills. 
With the election of Theodore Frances Green as 
Governor, 1 an era of social legislation was ushered in. 
Under his guidance a new State Department of Labor was or-
ganized in 1935, replacing the only existing State labor 
function, factory inspection. Mainly through the instigation 
1. Green served as Governor through two terms, 1933-1937. 
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of the Consumers' League, Green appointed L. Metcalfe Walling 
as head of the newly-created department. Walling soon proved 
to be an efficient organizer and especially effective in pre-
senting the importance and need for social legislation before 
the State legislature. Walling is credited with having a 
major part in the final enactment of the minimum wage law. 
In fact, with the enactment of bills providing for stringent 
regulation of child labor, .the passage of State workmen's 
compensatlon, as well as the enactment of minimum wage legis-
lation, 1936 saw Rhode Island pass more social legislation 
than had any previous State.1 
2. ~ of Legislation 
In previous sections, it has been noted that there 
are two principal types of minimum wage laws: (1) those 
which institute a statutory flat rate for all workers regard-
less of industry; and (2) those which authorize the setting 
of minimum rates by industry through wage orders. There are 
three principal reasons why the Rhode Island minimum wage 
law is of this latter type. 
First, at the time of enactment, it was believed 
1. This statement is made upon assertions to this effect by 
both Miss Alice W. Hunt, President of the Consumers' League 
of Rhode Island, and Mrs. Margaret F. Ackroyd, Chief of the 
Division of Women and Children, Rhode Island Labor Depart-
ment. Rhode Island also has at present: double compensation 
for illegal employment of minors; a Second Injury Fund; a 
Curative Center for injured industrial workers; and the first 
Cash Sickness Insurance program in the country. 
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by the proponents of minimum wages that the wage order type 
of legislation was the only type of law which would pass 
the legislature. There were still a number of. strong op-
ponents to any type of wage regulation, primarily among those 
representing business interests. Support sufficient to pass 
a wage order bill was rallied on the groundsthat each wage 
order could only be set by the formation of a wage board. 
The wage board in turn would consist of representativ~of 
business, labor, and the public. Therefore, business inter-
ests would be represented in the setting of each minimum 
rate for each industry. 
Secondly, the view was held by the majority of pro-
ponents for minimum wages that the wage order type of law 
would be more flexible. This would allow for a range of 
minimum wages according to the financial and competitive 
position of each industry. It was believed, therefore, that · 
higher minimums for some workers could be obtained in parti-
cular industries than would be possible if all industries 
had to be considered as a whole. In addition, it was thought 
that a wage order type of bill would be more effective since 
it could be more easily revised and kept up to date. 
The third principal reason was the value of the 
wage order type bill as a medium of education. By establish-
ing a process of: (1) requiring solicitation through a 
petition for a wage order; (2) the formation of a wage 
board consisting of representatives of business, labor and 
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the public; and (3) the holding of public hearings for dis-
cussion of the proposed rate, a more informed and responsive 
citizenry would be developed. By repetition of this process 
for each industry for which minimum wages were t o be set, a 
definite educational process was envisioned. 
At the time of enactment in 1936, there were no 
Federal minimum wage regulations govenning the production of 
interstate goods. Consequently the first two Rhode Island 
1 
wage orders were in manufacturing industries. However, 
since passage of the Federal Fair Labor Standards Act of 
1938, attention has been concentrated solely on intrastate 
industries. There are at present four wage orders for these 
industries: Laundry and Dry Cleansing Occupations; Restaurant 
and fiotel Restaurant Occupations; Public Housekeeping Occupa-
tiona; and Retail Trade Occupations. Analysis of these wage 
orders and the Rhode Island minimum wage law will constitute 
the subject of the next two chapters. 
1. These were: Jewelry Manu~acturing Occupations, mandatory 
order effective August 1, 1937; Wearing Apparel and Allied 
Occupations, mandatory order effective April 25, 1938. 
CHAPTER II 
AN ANALYSIS OF THE PRINCIPAL STATUTORY P~OVISIONS 
OF THE RHODE ISLAND MINDviUM WAGE LAW 
A. Basis 
1. Public Policy 
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Formulation of the public policy of Rhode Island 
in regard to minimum wage regulation is found in Section I, 
the Pr eamble, and Section III, the Declaration of Public 
Policy. 
In the Preamble, it is stated that the employment 
of women and minors at wages unreasonably low and not fairl y 
commensurate with the value of the services rendered is a 
matter . of grave and vital public concern. This is so because 
unreasonable, oppressive, and unfair wages: (1) tear down 
industrial standards of fair competition; (2) adversely 
affect the health and well-being of women and minors; and 
(3) are contrary to the public interest of the community in 
the prevention of the deterioration of the race. According 
to the Preamble, these unfair wages exist because women and 
minors as a whole, are not on a level of equal bargaining 
power with their employers. Consequently, they are forced 
to accept whatever wages are offered to them. These wages, 
in many cases, are not fixed by any reasonable standards 
but are the result of chance and caprice and often bear no 
1. An Act E.£ Establish Minimum Fair Wage Standards for 
Women and Minors, General Laws of Rhode Island, revision 
of 193a;-Chapter 289. Material for this chapter is based 
on provisions found under this act. 
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relation to the fair value of the service rendered. There-
fore, "where no adequate machinery exists for the regulation 
of fair wage standards, women and minors are peculiarly sub-
ject to the over-reaching of inefficient, harsh or ignorant 
employers". The natural result of this unregulated competi-
tion is that wage standards tendto be set by the least con-
scientious employers. The absence of any unfair wage regu-
lation produces a constant lowering of wages which, in turn, 
constitutes a serious form of unfair competition, reduces 
the purchasing power of the workers, and threatens the 
security of industry. 
This reasoning definitely establishes in the mind 
of the Legislature the power of the state to regulate un-
reasonable and oppressive wages. Consequently, it is stated 
in the Declaration of Public Policy that any employer who 
employs women or minors at an unreasonable or oppressive 
wage is definitely acting against the public policy of the 
State of Rhode Island. As a consequence, any such term of 
employment is null and void. 
2. Definitions 
For the purposes of this study, the two most impor-
tant definitions under this act are the definition of an 
"oppressive and unreasonable wage" and the definition of a 
"fair wage". In short, an "oppressive and unreasonable wage" 
is one which is: (1) less than the fair and reasonable value 
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of the service rendered; (2) less than the amount which 
the industry can afford to pay; and (3) less than sufficient 
to meet the minimum cost of living necessary to health. 
In defining a "fair wage 11 , the two main determin-
ants are: (1) that the wage be fairly and reasonably com-
mensurate with the value of service or class of service 
rendered; and (2) that the wage be one which is not greater 
than what the industry can afford to pay. As a means of 
determining this fair wage, three main guides are established. 
The first states that all relevant circumstances affecting 
the value or class of service rendered must be taken into 
account. The second guide stipulates that considerations 
may be used similar to those that might be used by a court 
in a suit seeking compensation for the reasonable value of 
a service rendered. In other words, in setting a fair wage, 
rules of evidence and procedure as would govern such a deci-
sion by a court may be employed. Thirdly, wage comparisons 
may be made with wages paid in Rhode Island or in other 
states for work of a like or comparable character by em-
ployers who have voluntarily maintained fair wage standards. 
B. Scope 
1. Occupations and Industries 
The Declaration of Public Policy, as has been dis-
cussed above, states that oppressive and unreasonable wages 
in any occupation within the State of Rhode Island are the 
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concern of the public and the Legislature. Specifically, 
"occupati.on" is defined in this Statute as being any class 
of work performed in any industry, trade or business, or 
in any branch of any industry, trade or business. Only two 
occupations are excepted. These are: (1) domestic service 
in the home of the e~ployer; and (2) labor on a farm. There-
fore, except for these two occupations, this definition has 
the effect of including under this act any type of gainful 
employment. 
2. Employees 
When the minimum wage law was first en~cted in 
1936, it was the intention of the legislature to include 
under this Act only gainfully employed women and minors. 
As defined by the Act, a women is "a female of twenty-one 
years or over". A minor is a person of either sex under 
1 the age of twenty-one years. Subsequently it was found 
possible to include protection for all adult workers under 
this Act. This was accomplished by an amendment in 1945. 
This amendment stated that to effectuate the protection of 
minimum wage standards for women and minors, no male twenty-
one years of age or over could lawfully be employed in an 
occupation at less than the minimum rates set for women and 
1. Rhode Island _labor laws governing the employment of 
minors stipulate that no minor under sixteen years of age 
shall be permitted to work. A special work permit may be 
granted by the Department of Labor to minors between the 
ages of fourteen and sixteen for work in specified occupations. 
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minors for that occupation. Although worded in a manner to 
imply concern only over the adequate protection of women 
and minors, this amendment has the effect of extending mini-
mum wage coverage under this Act to all gainfully employed 
workers regardless of sex. 
C. Administration 
1. Authorized Agencz 
Under this minimum wage law, provision is made for 
the establishment of a Division of Women and Children in the 
Rhode Island Department of Labor. This division is given 
the duties of: (1) carrying out the provisions of the mini-
mum wage law; (2) administering the labor laws of Rhode 
Island concerning women and children; and (3) being generally 
responsible for the welfare of women and children employed 
in Rhode Island industry. The Director of the Department 
of Labor is empowered to appoint a chief of the Division of 
Women and Children who shall also sePve as the Minimum Wage 
Commissioner. Therefore the body specifically responsible 
for administering the minimum wage law is the Division of 
Women and Children whose chief, in turn, is the administra-
tive head of the minimum wage law. 
2. Power and Duties of the Administrator 
The Minimum Wage Commissioner is accorded full 
power and aut hority to carry out the provisions of the mini-
mum wage law. In carrying out these provisions it is the 
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duty of the Commissioner to investigate and ascertain the 
wages of women and minors employed in any occupation. The 
Commis sioner can inspect and examine the payrolls and em-
ployment records of any place of employment. When the Com-
missioner deems necessary, any employer can be required to 
present full and correct statements of the wages paid to 
all women and minors in his employment. Either the Commis-
sioner or the Director of the Department of Labor can initiate 
wage investigations. Both are accorded full court power to 
subpoena witnesses, books, records, or any other evidence 
relative to wages under investigation. 
Although the law specifically assigns the duties 
of Administrator to the Minimum Wage Commissioner, a careful 
reading of this Act brings to light a definite distinction 
between the power of the Commissioner and the power of the 
Director of Labor. The duties and power of the Commissioner 
are, in reality, c onfined to an advisory position as far as 
initiating action is concerned. The Commissioner is res-
ponsible for carrying out proper investigation and the col-
lection of data concerning wages. With this information, 
the Commissioner is placed in a position of recommending 
appropriate action to the Director. The Director then de-
ci des upon the action to be taken. The Comndssioner, in 
turn, carries out this action. 
D. Procedure For Setting Minimum Wage Rates 
1. Investigation 
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Either the Director or the Commissioner has the 
power to initiate investigations of working conditions in 
any occupation. However, on the petition of at least fifty 
residents of the State, it is the duty of the Director to 
cause the Conunissioner to investigate the wages being paid 
in a specific occupation. The.. purpose of the investigation 
is to determine whether any substantial number of women 
or minors in the occupation investigated are receiving wages 
that can be classified as oppressive or unreasonable. If 
the Director, on the basis of information received by him 
or the Commissioner, believes that a substantial number of 
women and minors in any occupation are receiving unreasonable 
or oppressive wages, it is the duty of the Director to ap-
point a wage board to report upon the establishment of mini-
mum fair wage rates in this occupation. 
2. Composition and Functio~ of Wage Boards 
Under the Rhode Island . minimum wage law, the wage 
board is to be composed of not more than three representatives 
of employers in the occupation under consideration. This is 
to be matched by an equal number of employee representatives. 
Not more than three "disinterested" persons are to be se-
lected as representatives ~f the public and one of the public 
members must be designated chairman of the board. The 
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Director of the Department of Labor, with the advice of the 
Commissioner, is empowered to appoint all the members of 
the wage board. However, representatives of the employers 
and the employees can be selected, _as far as may be prac-
ticable, from nominations presented from their respective 
groups in the occupation under consideration. All members 
are to serve without pay. 
The Director and the Comrdssioner must present to 
the wag e board upon its organization all the evidence and 
information in their possession relating to wages and employ-
ment in the occupation under consideration. This can be 
supplemented by the presentation of any other information 
which is deemed relevant to the establishment of fair mini-
mum wage rates. The board itself is empowered to subpoena 
the attendance of any witnesses, or books, records, and 
other evidence relative to the matte.rs under investigation. 
Within sixty days of its organization, the wage 
board must submit to the Director a report consisting of 
its -recommendations as to minimum fair wage standards for 
the occupation for which it was appointed. This report re-
quires at least a majority vote of the board members for 
submittal. In its report, it is within the power of the 
board to differentiate and classify employment by location 
or types of work and to recommend varying minimum rates 
accordingly. The board may also recommend minimum rates 
differentiating between learners and apprentices and ex-
perienced workers. 
36 
3. Issuance of Wage Orders 
Within ten days following the submittal of the 
wage board report, the Direct9r, after conferring with the 
Commissioner, must either accept or reject the report. If 
the report is rejected, it must be resubmitted with a state-
ment of the reason for such action to the wage board or to 
a new wage board. If the report is accepted, it must be 
published together with appropriate administrative regula-
tions drawn up by the Director after conference with the 
Commissioner. Not before fifteen days nor after thirty 
days of the date of publication, a public hearing must be 
held at which all interested parties may be heard. 
Following t he hearing, if the wage board report 
is still acceptable to the Director and Commissioner, a dir-
ectory order is issued defining the minimum rates for the 
occupation as recommended by the wage board report. The 
directory· order also includes administrative regulations 
drawn up by the Director and Commissioner, deemed appropriate 
to the effective maintenance of the recommended minimum wage 
standard. 
After conferring with the Commissioner, the Dir-
ector may give notice of intention to make any directory 
order mandatory provided the directory order under considera-
tion has been in effect for at least three months. Not be-
fore fifteen days nor after thirty days of publication of 
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this intention, a public hearing must be held at which all 
interested parties may be heard. If, after such hearing, 
the Director adheres to his opimion, the directory order 
may be made mandatory. 
Provision is made under this law for the issuance 
of special licenses allowing any woman or minor whose earn~ 
ing capacity has been impaired by age or by any physical or 
mental deficiency, to work at a stated wage less than the 
established minimum rates in an occupation for which a wage 
order has been issued. Provision is also made for any per-
son aggrieved by a wage order to appeal this action to the 
State Superior Court. 
After a wage order has been in effect for one year 
or more, it may be subject to revision or modification. The 
Director, after conferring with the Commissioner, may insti-
gate this revi·sion or, on the petition of fifty or more 
residents, he must initiate action for revision. For revi-
sion of a wage order, the Director must reconvene the original 
wage board which board in turn appoints a new wage board; The 
objective of the new wage board is to recommend by a report 
whether or not the minimum rates of the present wage order 
should be modified. The report of this wage board is dealt 
with in the customary manner with the exception that the 
Director is empowered to make the revised wage order manda-
tory if the original wage order was mandatory prior to 
revision proceedings. 
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E. Enforcement Provisions 
1. Inspection 
As noted previously, the provisions of the minimum 
wage law give both the Director of the Department of Labor 
and the Commissioner the power to investigate wages in any 
occupation. Under this law, every employer is required to 
maintain a record of the names, addresses and occupations 
of all employees together with a record of the amount of' 
wages paid each pay period and the hours worked per day and 
per week. In addition, every employer subject to either a 
directory or a mandatory wage order must keep posted in a 
conspicuous place a copy of this wage order in every room 
in which women or minors are employed. 
It is the duty of' the Division of Women and Children 
to supervise and maintain adequate inspection of conformance 
with the provisions of the minimum wage law. For this pur-
pose a corps of' specially trained personnel are employed 
" 
as inspectors by this Division. This inspection includes 
the examination of payrolls, the proper posting of wage orders, 
and the right to investigate wages in any occupation upon 
direction of the Director or Comrndssioner, whether that oc-
cupation is under a wage order or not. 
2. Penalties 
The employer may be subject to specific penalties 
under this act for: (1) failure to keep the required employ-
ment records or to properly post minimum wage orders; 
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{2) interference with enforcement inspectors or hindering 
or withholding information from inspectors; (3) discrimina-
tion in employment to employees who have testified before 
a wage board; or {4) for violation of directory or manda-
tory wage orders. 
For failure to keep adequate and correct employ-
ment records, the act stipulates that an employer may be 
found guilty of a misdemeanor and, upon conviction, may be 
punished by a fine of not less than $25.00 nor more than 
$100.00. This same penalty is applied in cases where an 
employer may be guilty of not posting wage orders in his 
place of employment, and for cases where an employer is 
guilty of hindering, delaying, or in any way obstructing an 
inspe~ in the proper performance of his duty. In addition, 
each day that an employer persists in any of the above mis-
demeanors constitutes a separate offense. 
If an employer in any manner discriminates against 
an employee because of his activity in any proceeding under 
or related to the minimum wage law, then that employer can 
be found guilty of a misdemeanor and, if convicted, can be 
fined not less than $50.00 nor more than $200.00. 
Violation of a directory wage order by an employer 
carries no penalty more severe than the publication of the 
employer's name. If it is believed by the Director of Com-
missioner or by any of their authorized representatives that 
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an employer is violating a directory order, then that employer 
is summoned for a hearing before the Director or Commissioner. 
If, after this hearing, findings of non-observance are con-
firmed, then that employer's name and the manner of non-
observance can be published in any manner deemed appropriate. 
The employer who violates a mandatory minimum wage 
order is guilty of a misdemeanor. Any employer who pays or 
agrees to pay an employee less than the rates applicable 
under a mandatory wage order, if convi cted, , may be punished 
by a fine of not less than $50.00 and not more than $200~00 
or py imprisonment of from ten to ninety days. If, for any 
day, an employee is paid less than the amount established 
under the mandatory wage order, then each week in which 
such a day occurs is c onsidered as c onstituting a separate 
offense. In addition, if an employer pays more than one 
employee a wage which is less than the established minimum 
wage, each employee's case is considered a separate offense. 
The minimum wage law also provides for the collec-
tion of wages for the full amount established under a man-
datory order less the amount actually received. At the 
request of any employee receiving less than the established 
wage, the Director may bring legal action necessary to col-
lect the employee's claim. Any agreement that may have been 
formulated between an employee and an employer for the em-
ployee to be paid less than the amount established by a 
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mandatory wage order. is considered to be of no defense to 
the employer in an action for wage collection. 
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CHAPTER III 
AN ANALYSIS OF RHODE ISLAND MINIMUM WAGE ORDERS 
A. General Characteristics 
1. Coverage 
The first R~ode Island minimum wage law became 
effective March 1, 1937. This was a directory minimum wage 
·order for jewelry occupations. This order subsequently 
became mandatory in August 1937, and was followed by a dir-
ectory wage order for occupations in wearing apparel and 
allied industries in October, 1937. However, since the en-
trance of the Federal government into the field of minimum 
wage legislation in 1938, Rhode Island minimum wage orders 
have been set only for intrastate industries. No attempt 
has been made to revise or modify the wage orders for jewelry 
occupations or wearing apparel occupations since these indus-
tries are covered by Federal minimum wage rates. This ex-
plains the persistence of low minimum rates in these two 
orders. 
As has been mentioned previously, in 1945, pro-
vision was made for including men under the Rhode Island 
minimum wage law. Consequently, wage orders issued prior 
to this date establish wage rates only for women and minors. 
However, the 1945 amendment prohibits men from receiving 
wages less than those established for women or minors. This 
being the case, all wage orders established since 1945 have 
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expressly stated that all men, as well as women and minors, 
are included in the wage order. 
2. Composition of Wage Orders 
Each wage order is composed of three distinct parts: 
(1) the basic wage rates; (2) the definitions of coverage; 
and {3) the administrative regulations. The wage board is 
responsible for recommending the wage rates and for setting 
up definitions of coverage. The wage board may also recom-
mend administrative regulations for the order. However, the 
Director and the Minimum Wage Commissioner are empowered by 
law to establish any regulations deemed appropriate for the 
satisfactory execution of the wage order. 
In general, the basic minimum wage rates for these 
wage orders are set on an hourly or weekly basis. In all 
but two wage orders, the minimum rates are set to apply to 
a maximum of nine hours a day and forty-eight hours a week 
for women and minors. In these orders no hours limitation 
is stipulated for men employees. One of the two remaining 
orders establishes an hourly rate applicable to all employees 
for up to forty-five hours a week. The other order estab-
lishes a minimum rate to be applied to a maximum work week 
of forty-four hours for all employees. Frequently a wage 
differential is established between experienced and inexper-
ienced workers or between full-time and part-time workers. 
Some wage orders also set up special rates for minors and 
student workers. In the form of definitions, the coverage 
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of the wage orders is established. These definitions define 
the occupations or industries affected and the circumstances 
for the application of certain rates. The administrative 
regulations of a wage order help est~blish the rules of· 
procedure for the proper application of the minimum wage 
rates. Frequently in mandatory wage orders, provisions of 
the minimum wage law dealing with the maintenance of proper 
employee records and the penalties for wage violation are 
restated under the administrative regulations. The adminis-
trative regulations are not by any means uniform in each 
order, but vary according to the conditions peculiar to 
each wage order. This is to be expected as their primary 
purpose is to implement and·.to safeguard the minimum wage 
rates established in each order. 
B. Principal Provisions of Wa&e Orders 
This section presents in summary fashion the prin-
cipal provisions of the wage orders in effect in Rhode 
Island. This summary does not attempt to include all the 
provisions of each wage order. It is intended to provide 
only an understanding of the type and form of minimum wage 
regulation in effect in Rhode Island with a view towards 
analyzing the effects of these wage orders in subsequent 
chapters. Tables II through VII, therefore, summarize the 
six wage orders now operating in Rhode Island. 
r . ·-·-------··-
Effective Date 
of Order 
Director,y 
March 1, 1937 
Mandatory, 
August 1, 1937 
TABLE II 
PRINCIPAL PROVISIONS OF RHODE ISLAND MINILfu14 FAIR WAGE ORDER NO. 1 
JEWELRY OCCti'PAT IONS 
Occupation or 
Industry Covered 
Jewelry: jewelry of any 
material commonly or com-
mercially so known and 
articles of ornament or 
adornment, except cloth-
ing, of any material in-
tended to be worn on or 
about the person and shall 
include parts of these 
articles. 
All occupations that have 
any part in the making, 
processing, or· production 
of jewelry, including tool 
making, hub and die cut-
t ing, carding, boxing, and 
other preparations for 
shipment or sale, includ-
ing office workers and 
errand boys. 
Class of Employees 
Covered 
Women and Minors • 30 cents per hour. 
·---------·-·--··---·-- - -- ·- --·· ··-
- -··--~ 
Hours 
9 per day, 
48 per week 
Sources: Florence P. Smith, "Analysis of State Minimum-Wage Laws and Orders: 1942, 11 Bulletin of the Women's Bureau, 
No. 191, United States Government Printing Office, Washington, P. 42. -----
Labor Laws Governing the Employment of Women and Minors, issued by Division Women and Children, 
Rhode ~d Departm~of Labor, 19ii9, :PP• 33-35· 
.p. 
CJ1 
r· Effective Date 
' of 
Order 
Director;y, 
October 18, 1937 
~da.tor;y, 
April 25, 1938 
TABLE III 
PRINCIPAL PROVISIONS OF RHODE ISLAND MINIMUM FAIR WAGE ORDER NO. 2, 
WEARING APPAREL AND .ALLIED OCCUPATIONS 
Occupation 
or 
Industry Covered 
Wearing Apparel a.nd Allied In-
dustries: garment or garment 
accessories to be worn on or 
about the person, including 
parts of such articles, their 
repair and alteration, and 
occupations allied through 
like processes of manufacture. 
Manufacture, repair, altera-
tion of cotton, r~on, silk, 
woolen, elastic, and rubber 
garments, knit goods, men's 
coats and suits, raincoats, 
leather, rubber and fabric 
shoes, handkerchiefs, hand-
bags, hats, and hat linings; 
upholstering; curtain, rug, 
pillow and mattress manufac-
ture. 
, Occupations: all those having 
any part in the making, pro-
cessing or production, repair 
or alteration of wearing ap-
parel and allied articles. 
Class of 
Empl~yees Covered 
Women and Minors: 
Erperlenced: 
Productive •• 
Nonproductive. 
Inexperienced: 
• • 
. . 
First 24o hours •• 
Second 24o hours • 
Minimum 
_ JTa.ge Rat~s 
35 cents per hour. 
30 cents per hour. 
20 cents per hour. 
25 cents per hour. 
--1 
··-·--·-------r 
Hours 
9 per day, 
48 per week 
9 per day, 
48 per week 
9 per day, 
4s :per week 
9 per day, 
48 per week 
Sources: Florence P. Smith, ".Analysis of State Minimwn-Wage Laws and Orders: 1942, 1 :Bulletin of the Women's :Bu.rea.u, 
No. 19~, u. s. Department of Labor, United States Government Printing Office, Washingt;n,~ 42. 
Labor~ Governin! ~Employment of Women and Minors, issued by the Division of Women and Children, 
Rhode Island Department of Labor, 19~. PP• 3b:JS. ~ (j) 
TABLE IV 
PRINCIPAL PROVISIONS OF RHODE ISLAND MINIMU~ FAIR WAGE ORDER NO. 3 
LAu1tDRY AND DRY CLEANSING INDUSTRIES 
Effective Date Occupation -r 
of 
1 Order j---·------· 
I 
Directory, 
May 2, 1938 
Mandatory, 
September 12, 
1938 
or 
~ndu~~ry _C()_vered 
Laundry and Dry Cleaning: any 
activity concerned with the 
washing, ironing, or proces-
sing incidental thereto of any 
fabric or laundry wares; aD7 
activity concerned with the 
cleaning, refreshing or re-
storation of any fabric e:n.d/ 
or any article of wearing ap-
parel, including pressing or 
other work incidental thereto 
or performed in connection 
therewith; collection, distri-
bution, or sale of laundry 
service or dry-cleaning ser-
vice; produced or rendered of 
such activity or service by 
the employer upon his own be-
half or for others. 
, Occupations: all laundry and 
dry cleansing occupations 
including helpers, employees 
of contractors, office workers, 
errand boys or girls, and 
casual employees. 
Class of 
Employee_s qove~~-c! ___ _ 
Women and Minors • • • 
~-~--- . 
Minimum 
Wage -~:tes _ 
30 cents per hour. 
·--- _ H_o:g.r~t ---------
1 9 per day, 
48 per week 
I 
i 
-·-·-- ·-·---- --- ·-·- --·-- - ···--- I ·- _j ______ ··---·· --·---·---------·---·-··--· · -- -··------
Sourees: Florence P. Smith, "Analysis of State Minimum-Wage Laws and Orders: 1942, 11 :Bulletin of the Women's :Bureau, ~· 191, 
U. S. Department of Labor, United States Govenunent Printing Office, Washington, pp. 42-Iif." 
Labor Laws Governing the Employment of Women and Minors, issued by the Division of Women and Children, 
Rhode ~d Departmerlof Labor, 1949, PP• 38-39· H:>o ...:] 
[ 
Effective :oe:te ----·- -,--
of 
Order 
·- --------
Director,r , 
September 1, 1946 ' 
Mandatory 
September 1, 1948 
T.A:BLE V 
PRINCIPAL PBOVISIONS OF BHODE ISLAND MINIMU1.! FAIR WAGE ORDER, NO. 4-R 
RETAIL TRADE OCCu~ATIONS 
Occupation 
or 
_!_!l~us_try Cover:ed 
Occupations: all employment 
Class of I Minimum 
:J!lmpl.:~yee_s Covered. __ J ___ ___!~ __ Ra~~~---__ 
1 Men, Women and Minors: 
Experienced • • • • 
Inexperienced sales 
persons. • • • • • 
(less than three 
months continuous 
employment, 13 
weeks intermit-
tent employment, 
or 624 hours part 
time employment 
as a sales person.) 
I 
$22 per week • • • 
55 cents per hour 
$21 per week • • • 
50 cents per hour 
L ___ ..J{ours_ .. _ 
I 
36-44 per week 
Less than 36 
per week 
36-ltl+ per week 
Less than 36 
per week 
I 
., 
i 
I 
in or for an industry or bus-
iness selling or offering for 
sale any type of merchandise, 
wares, goods, articles, or 
commodities to the consumer; 
all work connected w1 th the 
soliciting of sales or oppor-
tunities for sales and/or the 
distribution of such merchan-
dise, wares, goods, articles, 
or commodities and the render-
ing of services incidental to 
the sale, use or upkeep of the 
same whether performed on the 
employer's premise or else-
where. Includes all types of 
retail trade occupations. 
Both groups • • • • 75· cents per hour 
$1 per hour • • • 
I Over 44 per wok 1 
i On 7th day of I 
1 week 
Student under lS •• 45 cents per hour Less than 36 per 
week 
I I 
L _________ l ____ _ 
·--·-1.·-·-· --
Sources: "Analysis of State Minimum-Wage Orders," Supplement !2.• .l!2_Bulletin ~!h.! Women's :Bureau, !2.• 191, 
u. s. Department of Labor, United States Government Printing Office, Washington, 1946, p. 6. 
Labor Laws Governing the Employment of Women and Minors, issued by the Division of Women and Children, 
Rhode Wand Depa.rtme~of Labor, 191i§", PP• 'IH'-/ ~ CD 
Effective Date 
of 
T.AlllaE VI 
PRINCIPAL PROVISIONS OF RHODE ISLAND MINIMU~ FAIR WAGE ORDER NO. 5 
RESTAURANT AND HOTEL RESTAURANT OCCUPATIONS 
Occupation 
or Class of 
Order 
____ ,________ In~.ustr:r Q~..!~~-~~ _ . ~pl~~~-~S.-~C?!eE~<! ____ __ ! 
Minimum 
!gge_ Jia1;es 
Directory, 
June 15, 1942 
Mandatory, 
November 15, 1944 
Occupations: any activity 
connected with the prepar~ 
tion or offering of :food, or 
beverage for remuneration, 
for human consumption either 
on employer's premise or else-
where by such service as 
catering, banquets, boxlunch 
or curb service (whether the 
principal business of the 
employer or as a unit of an-
other business), to the pub-
lie, employees, members or 
guests of members, or paying 
guests. 
Women and Minors: 
Service • • • • • 
(employees whose 
duties relate solely 
to serving food or 
beverage at tables 
or booths, and Who 
continuously re-
ceive gratuities 
Nonservice • • • • • 
(other than service, 
including counter 
girls, counter 
waitresses, bus boys 
or girls, cigarette 
girls, hostesses, 
cashiers, dishwasher 
kitchen employees, 
and others. 
l3o th groups if meals 
not furnished ••• 
20 cents per hour, 
not less than $5.52 
per week • • • • • 
li times basic min-
imum • • • • • • • 
23 cents per hour • 
30 cents per hour 
not less than $7.92 
per week • • • • • 
li times basic mini-
mum • • • . . . . 
33 cents per hour 
6 cents to be added 
for each hour worked 
--·-·-·--· 
H.our.s _____ ____, 
25-45 per week 
46-48 per week 
Less than 25 
per week 
25-45 per week 
46-48 per week 
Less than 25 
' per week 
·-- - - J 
Sources: Florence P. Smith, 11Analys1s of State Minimum-Wage Laws and Orders: 1942," :Bulletin 2!, the Tlomen 1s :Bureau, !2.· .!91 
U. s. Department of Labor, United States Government Printing Office, Washington, 1942, p:-43. 
Labor ~Governing ~Employment ~Women ~Minors, issued by the Division of Women and Children, 
Rhode Island De:partmen t of Labor, 1949. PP• 44-49 tf:> {() 
TABLE VII 
PRINCIPAn PROVISIONS OF RHODE ISLA!~D MINIMU1! FAIR WAGE ORDER NO. 6 
Pu~LIC HOu~EKEEPING OCCu~ATIONS 
Effective Date 
of 
Order I 
-----. ·- --- - .... -- ·-- -~-
Occupation 
or 
____ !.!!<!~"! try Coy!3r~d 
------- ----· .. -·- - ........ ----- -· -- -T-----------------------,---
1 Class of 1 Minimum 
. -+·--- Emp].o~~~-9oy_e ;:e. <i ______ -i ______ W_age_ Rates Hours J 
-----
I 
j· 
I 
Directory 
March 1, 1947 
Mandatory 1 
September 15,1947 1 
Occupations: all employment 
connect ed directly or indir-
ectly with the offering or 
furnishing of rooms and/or 
lodging for remuneration to 
the public, to employees, to 
members or guests of members, 
to paying guests, students 
or otherwise, whether such 
service is operated as the 
principal busine~s of the e~ 
ployer or as a unit of another 
business. Includes such oc-
cupations as chambermaid, 
parlormaid, linen room workers, 
elevator operator, cashier, 
clerical workers such as room 
clerks and desk clerks, coat 
room attendant, matron, char-
women, telephone operator, 
cleaner, janitor, bell boy, 
porter, doorman, and all 
workers in this occupation in 
any establishment furnishing 
ro oms a:nd/or lodging for 
renumsration. 
1 Men, Women , Minors: I 
Service • • • • • • ' 30 cents per hour • • Over 4o per week 
(workers employed as 
1 bell boys, page boys 
' or porters who cus-
1 tomarily receive 
gratuities) 
Nonservice • • • • 
(all workers not 
employed as service 
employees) 
35 cents per hour • • I Less than 4o 
I per week 
50 cents per hour • • Over 4o per wEB k 
55 cents per hour • • I Less than 4o 
per week 
I 
I 
I 
' 
I 
L_ 
Sources: 
·----- ________ l ____ ----------___ _! 
11 State Minimum-W§l&e Orders :Becoming Effective Since End of World War II, Women's :Bureau, United States 
Department of Labor, Washington, 1§49, P• 18. - - -
Labor Laws Governing the Employment of Women and Minors, issued by the Division of Women and Children, 
Rhode ISrand Departme~of Labor. 1949.~53· CJ1 0 
CHAPTER IV 
REVISION OF MINIMUM FAIR WAGE ORDER NO. 4 
GOVERNING RETAIL TRADE OCCUPATIONS: 
·AN EXAMPLE 
A. Purpose of This Chapter 
1. Value of ~ Example 
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Chapter II is an analysis and summary of the princi-
pal statutory regulations governing the establishment of mini-
mum wages in Rhode Island. Chapter III is a summary of the 
results of operation under these statutory regulations: 
namely, a summary of wage orders in effect. This chapter 
attempts to tie together the gap between statutory provision 
and actual results by recording the actual acts of establish-
ing one of these wage orders. This should provide an under-
standing of how the Rhode Island minimum wage law functions 
in actual practice. An example of this process likewise 
provides a concrete basis for analyzing the part that manage-
ment, labor and the public plays in the establishment of wage 
orders. The interplay between these three groups and the ex-
tent to which each groups exerts influence on the final 
result can determine to a large extent what effect the mini-
mum wages established have on management practices. 
2. Selection of Minimum Fair Wage Order ~ 4-R 
The establishment of Minimum Fair Wage Order No. 
4-R covering retail trade occupations was selected to be 
used for an example because it is the most recent wage order 
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to be put into operation in Rhode Island. In this respect, 
then, this wage order represents a product of action more 
nearly acquainted with a present study of minimum wages. 
The example chosen is actually a revision of an earlier wage 
order. However, since the procedure followed for establishing 
minimum rates is the same for revision as it is for setting 
original rates, the value of this order as an example is 
not affected. 
Although the establishment of this wage order may 
not be typical in all respects, it is representative. Since 
each wage order covers a different industry, problems in es-
tablishing minimum rates will vary with each wage order. In 
this respect .the establishment of the retail trade wage order 
is not typical. However, it is representative in that is por-
trays the type of process followed and the problems that arise 
under that process. 
The revision of the retail trade wage order was 
also selected because it covers an industry in which state 
1 
regulation has been particularly active. This is so because 
retail t rade is almost universally considered to be an intra-
state activity, and because in almost every community retail 
trade occupations con~titute a high percentage of the intra-
state workers. 
The procedure to be followed in presenting the 
1. See Table I, Chapter I, p. 21. 
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establishment of retail trade minimum wages is to present the 
material chronologically. This provides a logical sequence 
from the instigation for revision of the old retail trade 
order, through the process of establishing rates, to, finally, 
the issuance of the directory and mandatory wage orders. 
Much of the material for this section was gathered from inter-
views with labor, management, and public members of the re-
tail trade board. Statistical material was adapted from 
data originally prepared by the Rhode Island Department of 
Labor. 
B. Preliminary Procedures 
1. Petition for Action 
As noted previously, Wage Order No. 4-R is a revi-
sion of Wage Order No. 4, a mandatory wage order covering 
retail trade occupations issued in 1940. Action for the 
revision of this wage order was instigated by a petition 
received by the Director of the Department of Labor in early 
1945. The petition charged that the minimum rates established 
by the old wage order were far too low in relation to living 
costs at that time. As stipulated by the Rhode Island mini-
mum wage law, the petition was signed by more than fifty 
persons, many of whom were members of the General Assembly. 
The Department of Labor, particul~rly the Division of Women 
and Children charged with the administration and enforcement 
of the minimum wage order, had long felt the need for not 
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only revising the basic wage rates of this order but also for 
simplifying its provisions and application. Table VIII sum-
marizes briefly the principal provisions of Wage Order No. 
4. 
Table VIII shows that, under this wage order, the 
maximum hourly rate for an experienced employee working forty-
eight hours per week would be slightly more than twenty-nine 
cents per hour. This represents the .highest enforceable min-
imum rate for a forty-eight hour week. By 1945, numerous 
complaints as well as the petition had been received by the 
Department of Labor in regard to the low prevailing wage 
rates in Rhode Island stores. The National War Labor Board 
stated at this time that any wage under fifty-five cents per 
hour should be considered substandard for areas such as Rhode 
1 Islan¢t. 
Ever since this wage order had first become manda-
tory in 1940, the Division of Women and Children had encoun-
tered difficulty in adequately enforcing the wage order. 
This was claimed to be due to the complicated rate structure 
of the order and the necessary education of many small store 
employers in the proper keeping of records. Enforcement 
inspection tours frequently resulted in much time spent in 
ed1,1.cating these employers in proper maintenance of payroll 
1. This statement is taken from A Survel of Hours ~ Wages 
in Retail Trade in Rhode Island, prepared by Division of 
Women and Children, Rhode Island Department of Labor, 1945, 
p. 1. 
55 
TABLE VIII 
SUMWlARY OF RATES ESTABLISHED BY MINIMUM 
FAIR WAGE ORDER NO. 4 GOVERNING 
RETAIL TRADE OCCUPATIONS FOR 
WOMEN AND MINORS 
Mandatory Effective Date, March 18, 1940 
Class A 
(Cities and Towns with population of 20,000 and over) 
Worker 
Experienced 
Inexperienced 
Wages 
$14 per week 
30 cents per hour 
$13 per week 
27~ cents per hour 
Class B 
Hours 
42!-48 per week 
less than 42t 
per week 
42!-48 per week 
l e ss than 42! 
per week 
(Cities and Towns with population under 20,000) 
.worker 
Experienced 
Inexperienced 
Wages 
$13 per week 
27! cents per hour 
$12 per week 
25 cents per hour 
Hours 
42!-48 per week 
less than 42t 
per week 
42i-48 per week 
less than 42! 
per week 
Source: The Minimum Wage Order for Retail Trade Occupations 
During l!! Directorl Period, prepared by Division 
of Women and Children, Rhode Island Department of 
Labor, January 15, 1940, p. 2. 
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records and explanations of which rates covered which employees. 
Consequently, the Director of Labor prompted by the petition 
received and by the apparent need for simplification of this 
wage order, ordered investigation prooe'6_d.iJ;!.e§S to be started 
with a view towards appointment of a new wage board to consider 
revision of the wage order. 
2. Investigation 
In early 1945, the Director of the Department of 
Labor ordered the Division of Women and Children to make a 
survey of wages, hours, and conditions of employment in re-
tail trade establishments through the state. This survey 
was star ted in March, 1945, and completed in June, three 
months later. 
The primary purpose of this survey was to investi-
gate the prevalent practices of employers in this industry 
in regard to wages paid and hours worked. 
The method employed in conducting this survey was 
to select a representat,i ve sample of all branches of retail 
trade. Next, inspectors copied payrolls, in each instance, 
for the week ending March 10, 1945. The number of hours 
worked, the weekly wages, and other pertinent information re-
garding deductions, bonuses, vacations, and the like, were 
ascertained. 1 
1. All statistical information in thi s section is adapted 
from data collected in A\Survel of Hours and Wages in Retail 
Trade in Rhode Island, prepared by Division of Women and 
Children, Rhode Island Department of Labor, 1945. 
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The sample from which data wa.s collected included 
a total of 95 establishments. These stores were selected 
from eight towns and cities varying in population from 3,842, 
the smallest to 253,504, the largest. A break-down of these 
ninety-five stores reveals that nineteen of them were Food 
stores, thirty-five were Department and General Merchandise 
stores, and twenty-four were Apparel stores, and twenty-two 
were classified as Miscellaneous. 1 From these, records were 
obtained for a total of 7,639 employees of whom 1,564 were 
male adults, 5,708 were females, and 427 were male minors. 
The size of the stores on the basis of numbers employed 
varied from two to 1,140. However, the majority of stores 
surveyed employed between twenty-five and fifty people. 
In presenting this survey, earnings and hours were 
classified according to type of trade, occupation, size of 
community, and classification of worker by male, female, and 
male minor. However, for the purposes of this paper, a sum-
mary of the principal facts found will suffice. These in-
elude the following points: 
1. Average hourly earnings for all employees sur-
veyed was 46.4 cents. Average ~arnings for 
1. A further breakdown of these four main groups shows that 
they consisted of the following types of stores: Food Group -
Bakery, Chain Food Markets, Markets {Meats and Groceries), 
Candy Stores; General Merchandise Group - Variety Stores, Dry 
Goods Stores, 5¢-10¢'~2,!5¢'- $1.00 Stores, Department Stores; 
Apparel Group - Ladies Apparel Stores, Shoe Stores, Clothing 
(Men and Women's); Miscellaneous- Furniture Stores, Drug 
Stores, Hardware Co., Jewelry Stores. · 
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all male employees was substantially higher 
than the average earnings for women and minors 
in all groups covered. Males averaged 73.2 
cents per hour, females 43.8 cents, and minors 
43.1 cents. 
2. Averag e weekly wages for males working fort y 
hours and over were far above the averages 
for women and minors working similar hours. 
Total males averaged $38.29 per week, females 
$ 21.29, and male minors, $ 21.60. 3~% of all 
females and 38.7% of all male minors earned 
less than $20.00 per week. 17.5% of females 
and 25.8% of male minors earned less than 
$18.00 per week for forty hours or more of 
work. (All figures are those shown before 
any deductions.) 
3. Part time workers (25 hours per week or less) 
were paid an hourly wage considerably lower 
than were regular workers. The average hourly 
wage for all regular employees (males, females, 
and male minors) was 56.5 cents, while total 
part time workers averaged 38.8 cents per hour. 
Also, of the total of 7,639 employees surveyed, 
31% were part time workers, while 54% of the 
total worked over forty hours per we ek, with 
the r emaining 15?~ working betwe e n t wenty-five 
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and forty hours per week. 
4. Women constituted by far the largest number 
of workers in the establishments surveyed with 
a total of 5,708 out of 7,639 workers covered. 
Among the different occupations for women sur-
veyed, it was found that saleswomen who com-
prised 66.7~ of all women covered, were the 
lowest paid. Lowest weekly wages were found 
in the General Merchandise group. In this 
group, women employees constituted the highest 
percentage of workers to the total number em-
ployed than in any other group. 
The Department of Labor survey concludes with the 
following remarks: 
From the facts presented, it is evident 
that a substantial percentage of employees, 
particularly women and minors, are receiving 
wages which are not commensurate with the 
value of the services they perform, which 
are in no way adequate to provide living 
costs necessary to health. 
As the majority of employers in the 
field can pay a fair wage, it seems probable 
that other employers can do the same, par-
ticularly when the worst offenders are large, 
well-established firms. With the increase 
in the volume of sales and in retail prices, 
it would seem that employers could wrll af-
ford to increase wages of employees. 
The results of this survey constituted the chief 
basis for further action by the Director of Labor. It 
1. A Survey of Hours and Wages in Retail Trade in Rhode 
Island, ££• cit., p. 29-30. 
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should be noted that a survey of this type has come to be 
standard practice by the Department of Labor as a preliminary 
procedure for convening a wage board. 
C. The Wage Board 
1 • Formation 
Upon consideration of the facts revealed by the 
Retail ·rrade survey, the Director began the process of se-
lecting members for a wage board. The sole power of appoint-
ment to the board lies with the Dir~ctor. In the case of 
the Retail Trade Wage Board, the Director personally se-
lected and appointed the employer members and the public 
members. All ' :of these members that the writer interviewed 
stated that they knew the Director either personally or 
through long association in business or public life. Ap-
pointment of the employee representatives preceded on a 
somewhat different basis. The Director of Labor notified 
organized labor that a wage board for retail trade occupa-
tions was being formed. In this case letters to this ef-
fect were sent to State Councils of the American Federation 
of Labor, the Congress of Industrial Organizations, and the 
Industrial Trades Union of America. Each of these groups 
selected a candidate from their membership and sent this 
recommendation to the Director. The Director, in turn, 
considered the selection and made the appointment. 
In order to gain a clearer conception of the com-
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plexion of the wag e board, the following summary has been 
drawn-up. This summary lists the names of the members and 
adds a brief notation as to their background and community 
position a s follows: 
Public Representatives: 
1. Rev. Richard W. F. Seebode, pastor, Westmin-
i_ster Unitarian Church, Providence. (Chairman) 
Long record of social service activities in 
Providence. 
2. Rev. Edmund J. Brock, Professor, Our Lady of 
Providence Seminary, Warwick. He a d of the 
Diocesan Labor School for Catholic laboring 
people. 
3. Mrs. Oscar T. Sherman, housewife. Social 
scientist and a leading member of the Rhode 
Island League of Women Voters. 
Employer Representatives: 
1. Robert F. Shepard, President, The Shepard 
Company, Providence. (One of the four largest 
department stores in Rhode Island) Active 
member or the Rhode Island Retail ·Trade Council 
and Providence Chamber of Commerce. 
2. George Durgin, proprietor of Durgin's, Pawtucket. 
(small specialty store in l a dies apparel) 
Past president, Rhode Island Retai l Trade Council. 
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3. Charles McCarthy, Treasurer and General Manager 
of McCarthy's Dry Good Store, Woonsocket. 
Employee ~epresentatives: 
1. Wilfrid Boudreau, Executive Vice-President 
State C.I.O., Member of the United Retail, 
vVholesale, and Department Store Employees of 
America, C.I.O. 
2. Thomas F. Kearney, Vice-President of the Rhode 
Island State Branch of the American Federation 
of Labor. 
3. Herve Gagnon, General President of the Rhode 
Island Branch of the Industri:al Trades Union 
of America. 
The above summary indicates that a definite effort 
was made to give representation to all interested parties. 
· In the case of the employers, firms employing between ten 
to over one thousand employees were represented. Geographic 
representation was also made in that employer members were 
selected from three separate communities. Among the public 
members, it is interestirig to note that representatives were 
chosen from the two groups which have consistently shown in-
terest in social leg islation: namely the church, and women's 
org anizations. It is hardly to be expected that these public 
members were obj e ctive or impartial in supp orting the hi ghest 
possible minimum rates. Undoubtedly it is the prerogative 
of the Director of Labor to select those members which he 
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believes will be more favorable towards high minimum rates. 
The three largest unionsof organized labor in Rhode Island 
all secured representation. Apparently, it is a matter of 
policy for the Director of Labor to select employee members 
from organized labor whenever possi bl e . Although there are 
no clear figures on the matter, the writer, from his inter-
views with the board members estimates that, at this time, 
less than 50~ of the retail trade employees were unionized. 
2. operation 
The Retail Trade Wage Board was officially con-
vened on January 8, 1946. The board's final report was 
submitted to the Director of Labor on May 9, 1946. Thus 
the Retai.l Trade wage board was in operation for approxi.mately 
four months. This is considerably longer than the time al-
loted under the Rhode Island minimum wage law. However, 
extra time was extended to this board due to numerous can-
cellations of meetings caused by bad weather and by some 
seri.ous obstacles that arose. These obstacles wi.ll be enum-
erated later. 
The board met once a week at the State House ~ . 
These meetings were confidential with no visitors allowed. 
At each me eti.ng, a representative from the Divi.sion of Women 
and Children attended in the capaci.ty of secretary, redordi ng 
the minutes of these meeti.ngs. 
As stipulated by law, the board was provided with 
all the relevant material in the pos s ession of the Department 
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of Labor pertaining to conditions in the retail trade industry. 
However, the two most significant documents were the Retail 
Trade survey and a cost of living survey, both drawn up by 
the Department of Labor. The survey of hours and wages in 
retail trade occupations has been discussed previously. 1 
Table IX is a copy of the cost of living survey used by this 
board. 
The retail trade survey and the cost of living 
survey constituted almost the entire basis for decisions 
reached by this board. 
At the outset, it became evident that there were 
two principal opposing factions among the board members. 
One group consisted of the employee representatives and 
representatives of the public. The other group consisted 
of the employer representat~ves. After interviews with mem-
bers from each of the three groups of representatives, the 
writer is convinced that, except for the persistent stand 
taken by one employer member of the board, agreement on a 
basis for establishing a new wage order would have been 
reached much more quickly. 
An example of the bargaining process that took 
place among the members of the board can be demonstrated 
by discussion concerning wages. Shortly after convening, 
the employee members proposed a twenty-six dollar a week 
1. See pages 56-60. 
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base minimum wage. Two of the employer members made a counter 
proposal of twenty dollars a week, the third proposed eighteen 
dollars a week. After approximately seven weeks, the employee 
representatives lowered their wage proposal to twenty-four 
dollars a week. A basic weekly wage of twenty-two dollars 
was finally established as the minimum although the employer 
representatives held out for a twenty dollar a week minimum 
throughout the full time the board was in session. 
Similarly, disagreement was experienced in questions 
concerning hours, overtime, split shifts, and the spread of 
hours during a work day. For the most part, the public mem-
bers sided with the stand taken by the employee members. 
However, many attempts were made by the public members to 
compromise the positions taken by the employee and employer 
members. The firm stand taken by one employer on many of 
these issues precluded anything but a united front by the 
other employer members. In this r e spect this member was 
particularly active in organizing outside pressures to bear 
on these questions. Consequently, by pressure exerted through 
business channels such as the Rhode Island Retail Trade Coun-
cil and the Providence Chamber of Commerce, a united front 
1 by the employer representatives was assured. 
Although unanimous agreement was reached on sev-
eral points, after three months of meetings, it became 
1. Information to this effect was obtained by the writer 
from interviews with members of the board. 
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obvious that unanimous decisions could not be reached on 
the remaining issues. Because of this, it was finally 
decided that each faction would present a separate report 
to the Director of Labor. 
3. Reports 
By the end', of March, 1946, both the majority re-
port and the minority report had been submitted to the Dir-
ector of the Department of Labor. The majority report was 
drawn up by the public and employee representatives. The 
minority report was submitted by the employer representatives. 
On April 11, both reports were rejected by the Director. 
The principal r e ason for rejection was the desire of the 
Director for unanimous decision on all issues. It should 
be noted that the two reports dealt with substantially the 
same issues. Differences between them were a matter of 
degree. Table X summarizes these differences. In rejecting 
both the majority and minority reports, the Director also 
called to the attention of the board the fact that one of 
the main reasons for revising the old retail trade wage 
order was to simplify it. A check of the minority report 
reveals that this report obviously recommended a rate struc-
ture more complicated than the one then in existence. 
The wage board consequently was reconvened in an 
attempt to secure a unanimous report with special emphasis 
placed on simplifying as many provisions as possible. During 
this period the public representatives acted as a conc111a-
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TABLE X 
COMPARISON OF MAJORITY AND MINORITY REPORTS 
RErAIL TRADE WAGE BOARD 
May, 1946 
Ma j ority Report Minority Report 
Basic Full Time Weekly Wage 
$22.00 for 35-44 hours 
$ .55 an hour for all 
hours under 36 
per week 
Part Time Rate 
$20.00 for 36-40 hours 
20.50 for 41 hours 
21.00 for 42 hours 
21.50 for 43 hours 
22.50 for 44 hours 
same 
Full Time Weekly Wage for Inexperienced Sales People 
$21.00 for 36-44 hours $19.00 for 36-40 hours 
19.50 for 41 hours 
20.00 for 42 hours 
20.50 for 43 hours 
21.00 for 44 hours 
Part Time Rate for Inexperienced Sales People 
$ .50 per hour for all 
hours under 36 
per week 
same 
Part Time Rate for Student Workers 
$ .45 per hour-cannot 
work over 36 hours 
per week 
Overtime 
One and one-third worker's 
regular rate of paw for 
over 44 hours per week 
same 
~~.67 per_ hour for hours 
over 44 per week 
Suggested Administrative Regulations 
1. 4 hours minimum rat e when requested to report for work. 
Majority report - worker to be paid at his regular 
rate 
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TABLE X (Cont.) 
Minority Report - worker to be paid at the minimum 
rate 
2. \~ere spread of hours exceed 11 per day 
Majority Report - * ·75 to be added to worker's 
daily earnings 
Minority Report - no provision 
3. Deductions 
Majority Report -
Minority Report -
4. Day of rest 
none to be made except as State 
or Federal law provides 
none to be made below minimum 
rate except as State or Federal 
law provides 
Majority Report - double time to be paid for 
seventh day o~ work 
Minority Report - no provision 
5. Charge for uniforms or other 
Majority Report - none can be made 
Minority Report - none can be made below minimum 
rate 
6. Pay for holiday week 
Majority Report - full weekly wages to be paid when 
holiday comes during work week 
Minority Report - at least minimum weekly wage must 
be paid if a holiday comes during 
the work week provided: no ab-
sence on other days during that 
week or if absence was for due 
cause in the estimation of the 
employer, such as illness. 
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tion group and, at the direction of the board chairman, held 
alternate meetings with employer and employee representatives. 
After nearly a month of further me e tings it became apparent 
that a unanimous report was impossible. Therefore, on May 
9, 1946, a majority repprt was again submitted to the Dir-
ector. The minority report followed on May 17. Both of 
these reports were substantially the same as had been sub-
mitted previously. After consultation with the Chief of the 
Division of Women and Children, the Director announced ac-
ceptance of the majority report on May 27, 1946. This was 
the first time in the history of minimum wage legislation 
in Rhode Island t 1-1at a wage board failed to submit a unan-
imous report. 
D. Issuance of Wage Orders 
1. Directorl Order 
-
On May 29, 1 '346, the report of the wage board was 
published along with administrative regulations drawn up 
by the Director of Labor and the Minimum Wage Commissioner. 
It is within the province of the wage board to suggest ap-
propriate administrative regulations but the Director is 
empowered to establish them as he sees fit. The suggestions 
of the wage board, however, are almost always followed. 
At the time of publication, June 19 was set as 
the date for a public hearing on the report and the proposed 
administrative regulations. The hearing was held at the 
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State House, Providence. Over one hundred people were estim-
ated to .have attended. At the request of the Director, all 
members . of the wage board also attended. At this hearing, 
a substantial number of employers and their representatives 
were present including members of the Retail Trade Council 
and the Providence Chamber of Commerce. Organized labor was 
strongly represented by delegations from each of the three 
1 
main unions. Members of the League of Women Voters and 
the Consumer's League of Rhode Island also attended. 
Almost the entire controversy expressed at this 
hearing concerned the content and meaning of the proposed 
administrative regulations. The most contested provisions 
included payment for waiting time, allowable wage deductions 
for uniforms, and the spread of hours necessary for overtime 
payment on a split shift. By and large, however, few changes 
were made in the original regulations drawn up by the 
Director. 2 
The only controversy concerning the proposed wage 
rates arose over the inclusion of outside salesmen under the 
order. It was contended by the employers that, since they 
had no direct control over these men who were allowed to 
1. These were: State representatives of the American Fed-
eration of Labor, the Congress of Industrial Organization, 
and the Industrial Trade Union of America. 
2. All of these contested administrative regulations were 
substantially the same as those shown in the majority re-
port, Table X, pp. 68-69. 
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schedule their own hours, a guaranteed weekly wage for them 
was not justified. In addition, it was pointed out that 
since most of these men were paid by commission, they might 
easily fall below the minimum one week but be well over it 
the next. It was decided that, in comnission payment, two 
or more weeks could be averaged to determine the actual 
weekly pay. However, the Director rejected the proposal 
that outside salesmen be exempted from the wage order. 
Following the hearing, the Director of Labor is-
sued as a directory order, Minimum Fair Wage Order No. 4-R. 
This order became effective September 1, 1946. The minimum 
rates and administrative regulations thereby established 
were substantially the same as those recommended by the 
majority report of the wage board. 
2. Mandatory Order 
The Rhode Island minimum wag e law states that a 
directory minimum wage order must be in effect at leaat 
three months before it can be made mandatory. Minimum Fair 
Wage Order No. 4-R governing retail trade occupations was 
made effective on September 1, 1946. This order was not 
made mandatory until September 1, 1948. Thus a period of 
two years was allowed for employers to adjust their businesses 
to the provisions of the order without fear of prosecution. 
During this interval, 6,366 retail establishments 
were checked by inspectors from the Division of Women and 
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Children. Of these, 3,096 were found to have no employees. 
The remaining 3,270 establishments were found to employ a 
total of 18,437 workers subject to the wage order. Of these 
firms employing workers, 91.5% were found to be paying the 
minimum wage or better to all employees. However, violations 
of the minimum rates established were found in 279 estab-
lishments or 8.5% of the total number of firms employing 
1 
workers. 
Since these figures showed that by far the majority 
of firms were complying with the order, the Director of Labor 
announced his intention of making this order mandatory. For 
this purpose a public hearing was held in February, 1948. 
The chief opposition to the order presented at this hearing 
came from businesses employing outside sales people. At 
the hearing they requested exemption from the order for these 
workers. This request was not granted by the Director. How-
ever, a special provision was later included in the adminis-
trative regulations governing commission and bonus payment. 
This provided for the issuance of a permit by the Minimum 
Wage Commissioner allowing payment to the employee on a com-
mission basis when, in the judgement of the Commissioner, 
payment would meet the basic requirements of the wage order. 
Several recommendations in the administrative regulations 
1. These figures were obtained from the office of the Divi-
sion of Women and Children, Rhode Island Department of Labor, 
State House, Providence, Rhode Island. 
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were also made by employers at this hearing. These included 
payment for waiting time and deductions for uniforms. As a 
resul t , these provisions were modified. Under the directory 
order, waiting time was required to be paid at the employee's 
regular rate. This was changed to payment at not less than 
the minimum rate. Likewise, under the directory order, no 
deductions from wages for uniforms were allowed. This was 
changed to permit deductions for uniforms provided the re-
maining pay was not below the minimum rate. This last change 
resulted in adoption of a suggested administrative regulation 
made by the minority report of the retail trade wage board.l 
Having made these changes, on August 4, 1948, the 
Director announced that the retail trade wage order would 
become mandatory as of September 1, 1948. 
1. See Suggested Administrative Regulations, Number 5, 
Table X, page 69. 
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CHAPTER V 
EVALUATION OF RHODE ISLAND MINI~I WAGE LEGISLATION 
A. Effects of Minimum Wage Legislation 
1. Method of Approach 
Any true evaluation of minimum wage legislation 
must be determined on the basis of the effect of minimum 
wages on the employee, the employer, and the public. How-
ever, the primary interest of this study is to evaluate the 
effect of Rhode Island minimum wage regulation on management 
practices. Accordingly, for the purposes of this Chapter, 
attention is narrowed to the effect of minimum wage legis-
lation on employers and employees. Since legislation ef-
fecting employees cannot help but influence employers also, 
it is possible to obtain some measure of the effect of this 
legislation on employers by first determining its effect on 
employees. This is the subject of Sections 2 and 3. These 
findings definitely indicate some of the effects of minimum 
wage regulation on employers. However, further effects of 
minimum wage regulation on employers can be found. This is 
the over-all impact of wage legislation on employers and 
is discussed in Section 4. 
2. Em~loyee Coverage 
In judging the effectiveness of Rhode Island mini-
. mum wages, it may first be advisable to determine the number 
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of workers estimated to be covered by this legislation.1 
Employment figures for Rhode Island as reported by the 
United States Census for 1940 showed a total of approximately 
265,000 workers in the labor force of the state. This fig-
2 
ure has undoubtedly fluctuated somewhat since 1940. How-
ever, of the 1940 Census total, it was estimated that ap-
proximately 157,000 workers or 60% were employed in occupa-
tions covered by federal minimum wage laws. An additional 
4?,000 workers or 18% were employed either in government 
service, on farms, or in domestic service and were exempt 
from both state and federal regulation. The remaining 
61,000 workers constituting 22% of the total, were engaged 
in occupations subject to regulation only by the state. As 
pointed out in previous chapters, since the entrance of the 
Federal Government into the field of minimum wage legisla-
tion, Rhode Island has centered its attention exclusively 
on regulating wages of intrastate industries. These 61,000 
workers, then, represent the approximate number of workers 
employed in intrastate occupations. 
By the end of 1948, existing minimum wage orders 
covered approximately 44,000 workers or 72% of the potential 
1. All figures used in this section were adopted from the 
Annual Report of the Department of Labor, 1~48, Rhode Island 
Department of Labor, Providence, Rhode Island, 1949. 
2. The Rhode Island Department of Labor estimated that the 
average number of workers employed in Rhode Island in 1~48 
was approximately 252,000 workers. 
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61,000 workers employed in intrastate occupations. Of the 
44,000 workers covered, approximately 35,000 were subject 
to wage orders established since 1947. These wage orders 
were: (1) Rhode Island Minimum Fair Wage Order No. 6 gov-
erning public housekeeping occupations, mandatory as of 
September 15, 1947, and covering approximately 5,000 workers; 
and (2) Rhode Island Minimum Fair Wage Order No. 4-R gov-
erning retail trade occupations, mandatory as of September 
1 
1, 1~48, and covering approximately 30,000 employees. Ap-
proximately 9,000 workers were covered by wage orders gov-
erning laundry, dry cleansing, and restaurant occupations. 
These wage orders definitely are in need of severe upward 
2 
revision. No wage orders have yet been issued for approx-
imately 17,000 worke rs or 28% of the total number of intra-
state workers. These workers include employee s of beauty 
shops, offices, places of amusement and other miscellaneous 
busine ss and service establishments. 
By summarizing intrastate employee coverage in 
terms of e stablished rates per hour, it is found that: 
(1) 35,000 workers or approximately 57% of the potential 
are covered b y minimum rates ranging for the most part be-
tween forty-five cents and fifty-five cents per hour; 
( 2 ) ~,000 workers or approximately 15% of the potential are 
1. See Tables V and VII, pages 48 and 50 respectively. 
2. See TablesiV and VI, pages 47 and 49 respectively. 
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covered by minimum rates ranging for the most part between 
twenty cents and thirty cents per hour; (3) 17,000 workers 
or approximately 28% of the potential are not covered by 
any minimum wage rates. 
3. Employee Earnings and Wage Order Enforcement 
This section attempts to report the effect of 
Rhode IsJa nd wage orders on employee earnings. However, 
since the data collected on earnings has largely been de-
rived from inspection visits by the Rhode Island Department 
of Labor, it has seemed advisable to include under this 
section a report on enforcement activities as well. 
Complete statistics on the effect wage orders have 
had on earnings is lacking. In this respect the writer has 
had to depend solely on statistical information reported 
by the Department of Labor in their annual reports. Due 
to their limited number of inspectors, this Department has, 
in turn, found it practically impossible to gather informa-
tion on all the establishments under wage orders. Even 
estimates of the number of employees covered under each 
order have been only roughly calculated. However, it is 
believed by the writer that enough information does exist 
to give a fairly clear picture of what has been the general 
eff ect of Rhode Island minimum wage regulation on employee 
earnings and consequently on management reaction to the 
wage orders. 
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In evaluating the effect of wage orders on employee 
earnings, the general procedure will be to report the inform-
ation available on each wage order in chronological sequence. 
Since the period in which minimum wage regulation has been 
in effect in Rhode Island has been one of generally increas-
ing prosperity, it is apparent that, due to the constant 
raising of wage rates, many minimum rates have become al-
most academic a few ye ars ·after their establishment. There-
fore, the time of greatest effect of each wage order has 
been the period immediately following its e s tablishment. 
However, it is somewhat remarkable that, regardless . of .the 
general increase in earnings due to this prosperity period, 
for each wage order there are instances of employers continu-
ing to pay below the established minimum rate. 
Due to the entrance of the Federal government into 
the field of minimum wage legislation, Rhode Island has prac-
tically neglected the two wage orders covering the jewelry 
industry and the wearing apparel industry. However, since 
these wage orders were the first to be established in Rhode 
Island, a thorough statistical survey was conducted by the 
Department in 1936 and 1937 to evaluate the· e.ffect on earn-
ings of these two wage orders. Although this survey was 
conducted over ten years ago, it is believed by the writer 
that the facts found at that time can be developed into 
general principles applicable to the evaluation of all mini-
mum wage orders. For this reason, t he f acts found in these 
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surveys are included in this section. 
The surveys of jewelry and wearing apparel occupa-
tions were conducted on the basis of comparing the average 
earnings and the employment in these two industries immedi-
ately before and after the establishment of minimum wage 
1 
orders. In the jewelry industry, a survey conducted in 
August, 1936, showed that 8,467 women and minors were em-
played in the 132 firms surveyed. The average hourly earn-
ings for this group were 32.1 cents per hour. However, 38.1% 
of these employees received less than thirty cents per hour. 
Average weekly earnings for the group were $12.16. On Aug-
ust 1, 1937, a mandatory wage order of thirty cents per 
hour was established for these occupations. Immediately 
after this wage order was established, a second survey of 
the same 132 firms was conducted. This survey showed that 
these firms at that time employed a total of 9,657 women 
and minors. Average hourly earnings for this group were 
thirty-six cents per hour. This was an increase of 12.1% 
over the average hourly earnings found just a year pre-
viously. Contrasting with 39.1% of the group receiving 
less than thirty cents per hour in August, 1936, only .2;6 
were found to be in this category in August, 1937. Average 
1. The facts of this survey were collected by the Division 
of Women and Children of the Rhode Island Department of 
Labor. However, a summary of these findings was written up 
by the Women's Bureau, United States Department of Labor and 
app~ared in The Monthly Labor Review, Vol. 47, No. 3, Sep-
tember, 1938, p p . 551-5. This source was used by the writer. 
81 
hourly earnings s howed an increase of from ~rl2.16 in August, . 
1936, to $13.63 in August 1937 or 12%. 
In the wearing apparel and allied industries, a 
survey conducted in October 1936 showed that fifty-four firms 
employed a total of 4,392 women and minora. The averag e 
hourly earnings for this group were 33.3 cents per hour but 
40.1% received less than thirty cents per hour • . Averag e 
weekly earnings were $12. 90. A directory minimum wage order 
of thirty cents per hour was established for this industry 
on October 18, 1937. In November, 1937, a second survey of 
the same fifty-four firms was conducted. This survey showed 
a total employment of 3,~00 women and minors. The average 
hourly earning s h a d increased to 38.1 cents per hour or by 
14.4%. Only 2.4% of the worke rs in this group received 
wages of less than thirty cents per hour as contrasted with 
40.1% in October, 1936. Averag e weekly earning s had in-
creased from $12. 90 in October 1936, to ~~13. 32 in November 
1937, or b y 3.3%. The small increase in average weekl y 
earning s as compared to average hourly earning s and the 
drop in employment for this group was calculated at that 
time to be due largely to a slight recession in this indus-
try and the adoption of a shorter work week. 
A comparison of t h e relative standing of wag e 
group s in both jewelry occupations and wearing apparel oc-
cupations showed that not only did a substantially smaller 
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percentage of workers receive less than thirty cents per 
hour than previously, but the per cent of workers receiving 
more than thirty cents per hour definitely increased. In 
other words, for both industries, the raising of rates for 
the lower paid workers did not result in a decrease of rates 
for the hi gher paid workers. 
Since minimum wages did not cover men in Rhode 
Island at this time, the effect of minimum rates on the 
employment of women and minors was of primary concern. How-
ever, it was found that t h e proportion of women and minors 
emp loy ed in j e welry occupations increased during this period 
from 54.8% to 59.2%. In wearing a pparel occupations it was 
found that the proportion of women and minors to men re-
main ed substantially the same. Therefore, the establishment 
of minimum rates did not result in women and minors losing 
their jobs to men. Actually it was found that although 
men were not covered by mi nimum rates at this t i me, the 
number of men receiving l e ss than the minimum rate decreased 
from 7.7% in 1936 to 0.7% in 1937 in the jewelry industry . 
In the wearing apparel industry, the effe ct of the minimum 
wage order on men was to decrease the number receiving less 
than thirty cents per hour from 19.2% in 1936 to 8.2% in 
1 937. 
From the results of these survey e on jewelry oc-
cup at i ons and wearing a pp arel occupations some definite 
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conclusions concerning earnings and employment may be made. 
First, in regard to earnings, it is apparent that the estab-
lishment of minimum rates not only raises the wages of lower 
paid workers, but also tends to raise the whole wage scale. 
This finding also contradicts the argument that minimum rates 
tend to become maximum rates. The observed management re-
action to the above cases was to preserve the previously 
existing wage differentials between workers. In regard to 
employment, no noticeable drop occured as the result of the 
general increase in wages brought about by the minimum wage 
order. 
The purpose for which the above surveys were con-
ducted by the Department of Labor was to determine what the 
actual effects of establishing of minimum rates were on 
earnings and employment. Since minimum wage regulation was 
still a highly controversial subject at that time, the 
findings of these surveys were considered of primary impor-
tance. Since then however, the Department of Labor has not 
conducted any further surveys on the effect of more recent 
wage orders. This is due partly to the fact that the Depart-
ment has neither the time, nor the man-power, nor funds to 
conduct . similar studies for each wage order, and due partly 
to the fact that the Department no longer feels the need 
for such statistical evidence to support minimum wage regu-
lation. Consequently, the effect of subsequent wage orders 
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must be evaluated on the basis ·of statistical information 
g ained for the most part from inspection reports. 'r his 
information, in tur~ ia usually included in the annual re-
p orts of the Department of Labor. By this means, the effect 
of wag e orders governing laundry and dry cleansing occupa-
tions, and public housekeeping occupat ions, will be dis-
1 
cussed. 
Minimum Fair Wage Order No. 3 governing laundry 
and dry cleansing occupations was establ.ished as a mandatory 
. 2 
order September 12, 1~38. The minimum rate set for women 
and minors was thirty c ents per hour. The immediate eff ect 
of this minimum can be judged from t h e fact that at the e n d 
of 1 939 , the Department of Labor estimated that 850 women 
and minors had received wage raises due to this order. At 
that time, this amounted to wage raises for approximately 
2 0% of t h e total number of employees (including men) in 
t hese occupat ions. However, a resurvey of working conditions 
in this industry conducted by the Department in 1944 showed 
that 90% of the employers had adopted voluntarily a fort y 
cents per hour minimum rate. This was due primarily to 
World War II and the resulting scarcity of l abor. It will 
1. The information for the r emainder of this section was 
g leaned from Annual Report of t h e Department o f Labor for 
t h e years 19 39 , 19 41, 1942 , 1943, 19 44, 1945, 1~ 46, 1947, 
and 19 48, compile d by the Rhode Island Department of Labor, 
Providence, Rhode Island. 
2. See Table IV, pag e 47. 
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be observed that Table XII showing the amount of make-up 
wages collected due to wage order violations, shows a rela-
tively large amount for laundry and dry cleansing occupations 
for the ye ars 19.44 and 1947. These amounts represent almost 
completely wages collected due to violations of the hours 
provisions of the wage order rathe r than violations of the 
basic minimum rate. Therefor e, it may be concluded that 
although the immediate effect of this wage order on ear nings 
was to raise approximately 20% of the wages paid in these 
occupations, the minimum rate soon became of secondary 
importance. 
The first wage order governing retail trade occupa-
1 
tions was established as a mandator y order March 18, 1940. 
This order set a minimum rate approximating thirty cents 
per hour. · At the end of 1939 when the order was still dir-
ectory, the Department of Labor estimated that if lOO% com-
pliance was observed, approximately 3,400 women and minors 
would receive wage raises. This amounted to a pproximately 
22% of the total number estimated to be covered by the order 
at that time. However, during 1942, approximately 9 3% of 
the total number of retail firms emp loying women and minors · 
were inspected. This inspection showed that 34.4% of the 
number of firms inspected were v~olating the minimum rates 
set by this order. •rable XI sh ows that in 1942 a total of 
1. See Table VIII, page 55. 
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4,142 inspection visits were made to retail establishments. 
This resulted in the second highest amount or wages col-
lected in the history of this industry, as is shown in 
Table XII. By the end of 1943, only 13.3% or the total 
number of employees in firms inspected were receiving less 
than the minimum rate. The retail trade resurvey conducted 
in 1945 found that the averag e hourly rate for all employees 
surveyed was 46.4 cents per hour. 1 No instances or rate 
violation were reported at this time. At the end of 1946, 
the revised retail trade wag e order had been in effect for 
four months as a directory order. 2 By this time, all retail 
establishments which had been surveyed in 1945 had been in-
spected in regard to the new minimum rate of fifty cents 
per hour. Only 1.6% of the total number or employees em-
ployed by these firms were found to be receiving less than 
the minimum rate. Since the average hourly rate paid by 
these same. firms in 1945 was 46.4 cents per hour, a sizeable 
number of wage increases must .have followed the establishment 
of the new mi nimum wage order. During 1947 and 1948, nearly 
8,000 inspection visits were made to more than 6,000 retail 
establishments. Almost half of these firms were found to 
have no employees. However, of the remaining establishments, 
l . The results of this survey are discussed more fully in 
Chapter IV, pages 56 to 60. 
2. See Table V, page 48. 
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8.5% were found to be violating the wage order. It is in-
teresting to note in Table XII the high amount of wage col-
lections made in this industry during this period. These 
collections were all made while the order was directory. 
Consequently, no means of legal enforcement were used. 
Minimum Fair Wage Order No. 5 governing restaurant 
and hotel restaurant occupations was established as a dir-
ectory order June 15, 1942.1 This. order subsequently be-
came mandatory November 15, 1944. Minimum rates of thirty 
cents per hour for non-service employees and twenty cents 
per hour for service employees were established by this 
order. By the end of 1942, all establishments estimat~d to 
be covered by this order had been inspected. Of this number, 
11% were found to be violating the minimum rate. A survey 
conducted by the Department of Labor in 1940 showed that 
82.9% of the non-service employees and 71.3% of the service 
employees in this industry were, at that time, receiving 
less than the rates established under the 1942 wage order for 
these occupations. Therefore, between 1940 and the end of 
1942, a substantial number of wage increases must have been 
granted by employers in this industry. At the conclusion 
of 1943, inspection reports of the Department of Labor in-
dicated that 10.6% of the non-service employees and 11% of 
the service employees in theftrms inspected still were re-
1. See Table VI, page 49. 
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ceiving less than the minimum rate established for this 
industry. A resurvey of working conditions in these oc-
cupations was conducted in 1949. This survey showed that 
although the vast majority of workers were receiving more 
than the minimum rates, a small minority were still being 
paid at the minimum. Considering the low minimum rates in 
effect for this industry, it is hard to imagine employees 
still being paid at these rates. However, the long number 
of hours worked by the majority of employees, particularly 
in resort establislnnents, accounts for the prevalence of 
a low hourly rate. Table XII shows that a relatively 
large amount of wages were collected by the Department during 
1944, 1945, and 1946. These collections were mostly due to 
the fact that long hours in this industry dropped the hourly 
rate below the established minimum. It seems evident that 
minimum wage regulation: for these occupations is perhaps 
more badly needed than in any other intrastate industry. 
The prevalent tendency of employers has been to pay as low 
a guaranteed weekly wage as possible on the supposition 
that gratuities b y patrons would complement this low base 
wage sufficiently. However, these gratuities have been 
frequently overestimated by employeJ;>s. 
Minimum rates for public housekeeping occupations 
were first established March 1, 1947. 1 1he wage order for 
1. See Table VII, page 50. 
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these occupat_ions subsequently became mandatory on September 
1 5 , 1947. Under this order, the majority of employees cov-
ered are protected by a fifty cents per hour minimum r ate. 
A surv,ey conducted b y the Department of Labor to investi-
gate working conditions in these occupations was completed 
in 19 44. At that time, the average hourly rate for all 
employees surveyed was 44.4 cents per hour. During the 
period from March 1, 1947 to September 15, 1947, when this 
wag e order was directory, 5.8% of a. total of 756 employees 
surveyed in t~ industry were found to be receiving less 
than the minimum rate. From the time this wage order was 
made mandatory to the end of 19 47, only 2% of a. total of 
805 employees survey ed were found to be receiving less thah 
the minimyru rate. Since the averag e hourly wag e before the 
establishment of the wag e order was 44.4 cents, a. signifi-
cant number of wage increases must have taken place in this 
indu stry after minimum rates were established. Employers 
in this industry have, in general, adapt e d their wage pol-
icies in accordance with this minimum rate more rapidly 
than in other industries. Th e Department of Labor reported, 
however, that a general decrease in hours worked was a sig-
nificant factor in increasing the average hourly earnings 
in this industry. Although a thorough inspection was re-
portedly made in this industry during 1947 and 1~48, Table 
XII shows that a. relatively low amount of wages were col-
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lected. Long hours were found to be in effect, but since 
this wage order has no overtime provision, no collections 
from this source were possible. It is interesting to note 
that, of the amount collected in 1948, over 50% was collected 
on behalf of men employees. 
During the discussion above concerning the effect 
o f the different wage order~, frequent reference has been 
made to Table XI and XII. Table XI, listing t h e number of 
inspection visits made per year to each industry , also in-
cludes the number of revisits made to certain establishments. 
Therefore, this table cannot be construed as representing 
the number of firms visited. These inspection visits were 
all made b y the compliance division of the Division of Women 
and Children of the Department of Labor. Table XI does 
not includ e the number of visits made by these inspectors 
in condu cting industry surveys. It does include, however, 
inspections made to industries under wag e orders but for 
purposes other than minimum wage inspection. Thus, the 
large number of inspections made in the jewelry industry 
during the 1945-48 period, were made largely to enforce 
the Rhode Island industrial homework law and therefore they 
do not truly represent enforcement measures of the minimum 
wage law. However, almost all of the other inspection 
visits listed were for the purpose of enforcing the various 
minimum wage orders. 
Table XII listing the amount of wages collected 
·----------· -·· ··- --· ·-·· 
TAELE XI 
INSPECTION VISITS 
To Industries Under Rhode Island Minimum Wage Orders 
.. ·--·-·---, 
Total 
Wages 
Collected 
~------·-
' 
I Jewelry 
Industry 
-- ---·- We~~i~g---·--· --~---·--·------ ---,---·-·· -·------·- ·-·-·-------
Apparel ! Laundry : Yea.r 
!--:E:t:t ect1 ve "lJate -of Man- -
I 
__ da.iQtY __ ¥in_!mum .. !~~ _or~~~ 
Total Seven 
Years All 
Industries 
1942 
1943 
$28,039 
6,747 
2,520 
' I-·-
1 
' 1944 i 2,277 
and Allied i and Dry I 
Occupations l Cleaning 1 
Retail 
Trade 
· ---·;· ·· ·· ·-·-- -·---~---·-··- --· ----·---~----3-tis40 -
. I 1W3l _ -- -1 ~/2,/38 -- i -9/12/38 i 9/1/!s -
I' ~- -
64 
80 
I I I ! 
I 4,781 i 217 j 1,130 ! 14,372 
I I ' ' 
)... - ...... \. jl ----- I 
I . 
1- _ _ ___ ~~--- ___ _ _______ 390 
53 I I 
4,142 
46 1,163 
: 
I 
I 28 I .--· - ·- . -· ..... -.. - .. '- - -. . I 
· ____ _]._94~- ----- _j ______ -~-·lJ? __ _ ]__ _____ 1 ,05~. 
56 341 527 
18 21 323 
Restaurant 
and Hotel 
Restaurant 
L __ 11/15/44 
I 
6,991 
2,095 
1,178 
1,325 
314 
Public I 
House-
1 keeping : 
. . . . - -.......... ~ 
I 9/15/47 __ 
i 
I 
I 
-T 
548 
-- _j 
: I 
1 1946 1 2,849 1,192 i 9 '1 47 I 4o9 j. 1,192 · ~--- ------:- -·-·· ;·-·- -·· - . .. - -·- - - - --r-· ----- -- - --- --- -- -T - - - --- - - - I ____ J ~--=~: -~--r-_ :_:~~i~~~:~- -=:r~~- :: --~= _L~= _-:=-+--_: ·~~ ~J~:-- ~~:~--J-~ :~;-~=J 
Source: Annual Report of~ Department 2!Labor for the years 1942, 1943, 1944, 1945, 1946, 1947, 1948 
Rhode Island Department of Labor, Providence, Rhode Island. 
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-- WAGE COLLECTIONS 
In Industries Under Rhode Island Minimum Wage Orders 
1937-1948 
------------- ------· ------~-----; 
I d: ~'I'"'V -------1 
I 
Total 
Year ; Wages 
~ Collected 
Wearing 
Apparel 
and Allied 
_ n_ :.us_ll_ .. ., _____ ..... -------- ------------v- 1
Laundry . i Restaurant 1 Public 
and Dry 1 Retail and Hotel ; House-
! 
I 
J , : Jewelry 
.. - ·---- ----··-·-!-- -·-·-- ---- --- ~-~--;---···· ------
'1 Effective Date of Man- : 1/8/37 
i Occupations : 
·- .... -------· i 
4/25/38 I --~~iii}f -!---j;!Cw -~~;~;t:!_ ! ~~~:; ' 
-~to~_Min~~ -!!~e O!"~er ____ ~-- . . . ... ! _ I 
.......... J .. _3/!L .. ~- ........ }------------ .;._\ ---
1· Total twelve 
i Years All 
· Industries 
t--- 193] __ 
' ~---1938 
---
1939 
i 
$58,070.90 l $2,823.26 
199-65 199-65 
-·---- . _ 62~.05 . ~- 67.20 
1,382.71 I 206.lk> 
$6,540.54 $3.546.o6 $39,770.42 $4,892.16 $414.86 
t - . -· --- -·-------. ·-- .,.__ -
' 
--- ---·; ·--------, 
I 
. ---1 
·· r - . 
l 
. i .. 
I 
. -····· .... ~ ······---------··-·-----·--- -~ --·-· ··---~ ·- ~--· 
489.11 ~ 63.14 I 
- .... . . - .... --- --- . ------·· 'i 
! 
I 
- ······· . -------···- -· . ·-·---J l 
I 
--·- ......... --------- --- ------------· ; ..... ------- - ---~--- . __ J 
, I 
761.13 386.20 28.98 
194o 7,102.27 i 848.08 I 2,577.39 ~ 432.17 i 3,244.63 : 
--- -~- 4 --- - -- -1----.. __ , ___ - ·--------------- ; ---------: 
I ' • I ' ' 1~41 . _ .: _ 19,345.34 _ -~ __ . _ 1.~4.p6_ : __ 1, 632. 7:~- --·-;-- _____ 531Ja ____ j __ _I, 99f? ... 3~ -- _ ·-- ---- ------ - _; ___ -- ---- ---- -j 
1942 ! 10, 798.6o I 66.97 776.65 251.61 : 9.359-26 ' 308.11 I 
I I I l ' -- ----~---- .... --- .... -----· ----· ... ---· - - ...... .. . ....... ...... -· ... ..... . • .1 .•. - --- --- .... ------------ -------~----~--- - ---· .. -l 
1943 3,146. 76 j 20.35 105.00 51.00 1 2,451.07 519.34 I 
, -- - ---;----- ------ ... .. ·j· ........ - --·. -t --- .. -~- -·- .......... - . ·-;- ·-- ...... ----···- - t·- ··-··- ·-·- ---·-··-----------~ 
I I i : : J 
I 1944 I 2,564.04 : 10.4o . 87.23 965.88 l 790.58 ! 909·95 I 
__ l __________ ---- .. +--- ·- . - ________ T___ ·-----·----:· ,---~---------------------1 
_ J-~42 _ .. __ ;_ .. 2,9_!~·3§ ___ 1! ---- 6_?3!..~9- ·-·- ------.. _64~~-- - -~------ __ 7~--~ ___ __j __ --- ~- ·-'=1~~-~~-..... : ___ .. ~7~_!2.7.. - -~--- -·--- ·-· - 1! 
' I 
! 1946 i 4,984.36 98.97 . -- I 21.21 ; 3,393.32 : 1,464.so . r- -- · -1 ----- -- --------· · - -- ... ---- - · ··-· -- · ··-------.. ---- -------------r--------------------~--------------,-------------
t-___ 1_9_47 ____ J.._ ...:!-1·~~2·~3...-.. r1 _ ____ 3J3·4~-- ______________ ?.o~-~--.L... __ 62~.s~---~--~·~2-~J.? ____ .L _____ 210.80 ______ , __ 2~-.Q9_ , l . I t I __ 1948 -----" ----~~~59·?~ -----~--- __ 123i]_!_ __ , ------~§.·~ ___ I 126.18 : 1,5_!5·~~ ! 447.19 _L 2oo. 11 __ 
Source: Annual Report ~~Department 2!. Labor for the years 1939, 1941, 1942, 1943, 1944, 1945, 1946, 1947, 1948, 
ahode _Island Department of Labor, Providence, Rhode leland 
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likewise requires some explanation. For the most part, 
collections made in each industry were due to violations or 
the minimum wage established. They are collected by the 
Department or Labor in the name or the aggrieved employees 
rrom the employ er. Under a mandatory wage order, legal 
enrorcement proceedings can be rollowed ir necessary. In 
most cases this step in not necessary. The totals repre-
sented in Table XII, however, are partly made up of wages 
collected ror violations or laws other than the minimum 
wage law. This is so particularly during the 1944 to 19 46 
period. During these years, approximately half of the 
wages collected were penalty wages. Penalty wages are wages 
collected as the result of employer violation or Rhode Island 
laws governing the forty-eight hour work week, the nine hour 
work day for women and minors, and the child labor law. 
Collections ror the aggrieved employee in these cases is 
fi gured at one-half the employee's regular rate of pay for 
all illegal hours or employment. They are collected rrom 
the violating employer by .. the Department for the aggrieved 
employee. Nevertheless, except for the high amount of pen-
alty wages ·collected during these years, the wage collections 
in Table XII do represent for the most part wages collected 
as a result of violating of minimum wage orders. An idea 
of the erfectiveness or inspection procedures can be gained 
rrom the fact that, in most cases, the year in which the 
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greate~number of inspections were made for each industry 
is also the year when the greatest amount of wages were 
collected. 
4. General Impact on Employers 
The generally accepted purpose of minimum wage 
regulation is to eliminat e those wage rates which do not 
allow workers sufficient earning s to have a minimum standard 
of living. Two other objectives are frequently mentioned. 
These are: (1) to · eliminate unfair competition based on 
substandard wage rates; and (2) to increase mass purchasing 
1 power. The Rhode Island minimum wage law specirically 
states that the purposes of this law are to eliminate sub-
standard wages set by unscrupulous employers. Mention is 
a lso made or the ract that low wage rates constitute an un-
fair means of competition by employers and that low rates 
also tend to reduce the purchasing power or the workers. 2 
Although these are the purposes or minimum wage 
legislation, opp onents to this type or regulation cite the 
rollowing as t he effects which actually occur. First, it 
is charged that minimum rates tend to reduce employment. 
This occurs because workers whose services are worth less 
than the minimum amount are discharged. Unemployment also 
arises because management, iri attempting to increase worker 
1. Fred H. Blum, "Marginalism and Economic Policy: A Com-
ment", American Economic Review, September, 1947, pp. 645-
651. 
2. See pages 28 and 29. 
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productivity, introduces technological change. Employment 
may also be reduced because the minimum rate forces the 
price of the product up causing less demand. 'rhis, in turn, 
requires less production and therefore fewer workers. Sec-
ondly, it is charg ed that the minimum rate tends to become 
the maximum rat e . This, in turn, acts as a depressant on 
the wage structure. A third effect of state minimum wages 
is that affected industries are driven away from the state 
where wage re gulation e«ist s : to places where no wag e regu-
lation exists. Fourth, it is charged that minimum wage 
cont rols tend to fix wag e rates and costs, thereby forcing 
an undesirabl~· regidity upon the business. 
It can be seen that these four general complaints 
are concerned for the most part with the effect of wage 
regulation on management practices although employee and 
public interests are also considered to be affected. In 
the light of the facts found in Section 3 of this Chapter, 
it is possible to evaluate some of these charges. It has 
been shown that before any minimum wage order has been es-
tablished in Rhode Island, a thorough survey of the working 
conditions existing in that industry has been conducted. As 
a result of these surveys, minimum wages have been estab-
iliished which in every case closely approximate the median 
wage already being paid. Actually, in most cases, a larger 
percentage of workers were receiving more than the minimum 
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established than were receiving less than the minimum even 
before these rates were set. In following this policy, it 
has been the objective of ths Department of Labor to raise 
the minority of low paid workers up to a base wage that 
would permit a minimum standard of living. It has been 
found in each industry survey ed that t h e majority of employers 
already were paying a high enough wage to permit this stan-
dard of living. The wage orders have been primarily aimed 
at a minority of employers who refused to voluntarily pay 
wagex generally p a id by the majority of the industry. There-
fore although a large number of employees have received 
wage raises due to the establishment of minimum rates, the 
wage policies of the majority of employers were not affected 
since they were already paying at least the established 
minimum. 
Section 3 of this Chapter discus s ed in detail the 
results of a survey conducted in the jewelry and wearing ap-
parel industries. This survey showed that no decrease in 
emp loyment was experienced in these industries as a result 
of minimum wage regulations. Furthermore, it was shown 
that the minimum rate did not tend1tobecome the maximum 
rate. Rather, the minimum was used by employers as a base 
from which to compute or retain previously existing wage 
differentials. The general increase in the averag e hourly 
e arnings after the establishment of minimum rates in each 
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industry shows that this policy has been followed for sub-:-
sequent wage orders. 
Therefore, it may be assumed that Rhode Island 
minimum rates have not caused employers to discharge workers 
who were receiving wages below the established minimum. 
Since the majority of firms have been found to be paying 
fair rates before minimum wage rates were established, and 
doing so without injuring profit returns, there seems to be 
no basis for the assumption that mininlum rates have driven 
industry away from Rhode Island. It has been pointed out 
previously that minimum rates have generally served the 
purpose of establishing a base wage from which employers 
have computed wage differentials. This automatically dis-
proves the contention that wage regulation tends to fix 
wage rates and costs. In a few instances, a decrease in 
hours worked has followed the establishment of wage orders. 
There is no clear explanation for this reaction b y employers. 
It is possible , to assume, however, that this may be the re-
sult of more effective utilization of employees or the in-
stitution of technological change and better work methods. 
Proponents of minimum wage legislation concend that 
this type of regulation protects employers from unfair com-
petition in the form of substandard wages. There are no 
clear cut facts to supp ort this contention. However, it 
can not be denied that some Rhode Island employers who were 
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paying wages below the established minimums have been forced 
to accept a wage policy more nearly in line with that of 
the majority of employers in their industry. No measure 
is available by which to gauge the effect of this action 
on so-called fair employers. Nevertheless, it can be rea-
sonably assumed that the establishment of minimum rates has 
prevented some employers from undercutting the general 
price line of the industry by paying substandard wages. 
Although any minimum rate of pay becomes meaning-
less unless related to some sort of time basis, the Rhode 
Island wage orders have not changed management practices 
in respect to hours of employment to any great extent. This 
is so becsuse other Rhode Island laws have been enacted 
specifically to regulate the working hours of women and 
mi nors. 1 In this respect all but two Rhode Island wage 
orders have established rates in relation: to the hours pro-
visions already in effect. These two ex ceptions are the 
wage orders governing retail trade occupations and restau-
rant and hotel restaurant occupations. In the retail 
trade wage order, a weekly rate is established with the 
hours per week set at be)ween thirty-six and forty-four 
hours. In therestaurant wage order, an hourly rate is es-
1. Regulation of hours for women and minors has been in 
effect in Rhode Island since 1938. Present regulations con-
cerning hours for women and minors are governed by: An Act 
Relating to Hours and Conditions of Employment of Women and 
Minors, Public Laws-0f Rhode Island 1943, Chapter 1312. 
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tablished for all hours up to forty-five hours per week. 
Accordingly, these two wage orders provide for overtime 
payment for hours worked in excess of the established mini-
mum rate per week. There is no evidence, however, that 
management practices were altered to any great extent by 
these provisions since the maximum work we ek already estab-
lished by law for women and minors was forty-eight hours 
per week. In addition, other pressures besides minimum wage 
regulation have ,played a role in establishing management 
practices in respect to hours. As an example, the Monday 
closing of large retail stores was brought about more by 
union pressure than by the desire of management to avoid 
overtime payment under the retail trade wage order. 1 It 
is apparent, then, that other forces have pll'lyed a more im-
portant role in developing management practices ~n relation 
to hours of employment than minimum wage regu~ation. 
The effect of minimum rates has been discussed 
as they affect management practices. However, there re-
mains one aspect of minimum wage regulation not directly 
concerned with the rates themselves. This is the effect 
of administrative regulations accompanying each wage order 
on management procedures. Although it was found in Chapter 
1. Union bargaining on this question was a major force in 
establishing Monday closing on all stores due to the desire 
of non-union employers to prevent unionization. In addi-
tion, however, many large retail store employe rs were active 
in initiating action for Monday closings. 
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IV that the rates established are of primary importance to 
management, provisions concerning uniforms, meals, employee 
exemptions, and like matters are also of vital interest. A 
concomitant to any effective state control are governing 
regulations. It should be realized that regulations of this 
sort devised to administer a law can in themselves become 
burdensome. .'The writer does not believe that this is gen-
erally the case in the administration of the Rhode Island 
wag e orders. However, it should be pointed out that in ser-
vice industries, these regulations govern subjects such as 
the providing of uniforms and deductions for cleaning uni-
forms, and in restaurant occupations, the allowance for 
meals. Other minimum wag e requirements concerning the ade-
quate keeping of payroll records and other employee informa-
tion records do impose burdens on management. These regu-
lations re quire emp loyers to adapt their methods to opera-
tion according to the law. 
B. Criticism of Wdnimum Wage Legislation 
1. Pr-esent Procedure and Future Plans 
A detailed report has been made of the existing 
procedure for establishing minimum wages in Rhode Island. 
This includes an analysis of the present Rhode Island mini-
mum wage law, analysis of the wag e orders enacted under 
this law, an account of the procedure followed for estab-
lishing one of these wage orders, and finall y , the effects 
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on industry· of these wage orders. 
During a period of twelve years, approximately 
44,000 workers of an estimated total of 61,000 workers have 
gained minimum wage protection. This represents coverage 
for 72% of the potential. This result has been achieved 
through a painstaking process of establishing wage orders. 
That this process can be laborious is illustrated in Chap-
ter IV. As reported in this chapter, the petition initiating 
action for revision of the retail trade wage order was re-
ceived by the Department of Labor in March, 1945. Mandatory 
rates for this industry did not go into effect until Sep-
tember 1, 1948. Thus it required a period of over three 
and one-half years to complete the wage establishing cycle 
for this industry. 
With the wage order method of establishing minimum 
rates, such as iB used in Rhode Island, it is necessary to 
provide adequate funds for administration as well as enforce-
me nt. Minimum wage boards must be serviced and provided 
with statistical information in each industry showing wages, 
hours, and cost of living figures. Progress in establishing 
and revising minimum wage rates in Rhode Island has been 
relatively slow. This has been due primarily to a limi ted 
staff and budget. However, it is apparent that the wage 
board method of establishing minimum rates through industry 
wage orders is a more flexibl e method than establishing 
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minimum rates by statute. It has been seen that there is 
a definite tenden cy for minimum rates to become ineffective 
due to rising prices. and costs. Since revision and rate 
changes can be accomplished more easily by wage boards 
than by statute amendment, the use of the wage order· is 
undoubtedly a more effective method than is the use of 
statute rates. In this respect it should be stated that 
revision proceedings for wage order No. 5 governing res-
taurant and hotel restaurant occupations, and wage order 
No. 3 governing laundry and dry cleansing occupations have 
been in progress during 1949. At the time of this writing, 
revision of rates for restaurant occupations is before a 
wag e board. A survey of wages, hours, and working condi-
tions is being conducted in the laundry and dry cleansing 
occupations. 
Despite this activity, there are disadvantages to 
the wage order method of adequately providing minimum wage 
protection. Intrastate workers not at present covered by 
wag e orders are in many small, diverse occupations. At-
tempting to set wage orders for individual groups of these 
workers would be an impossible task. Therefore, it has 
been proposed by the Department of Labor that the Rhode 
Island minimum wage law should be amended to provide a basic 
minimum rate in the statute which would cover all workers 
in all occupations. This amendment should also establish 
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a basic work week and provide for premium pay based on the 
workers' rate of pay for overtime worked beyond the basic 
work week. The wage order provisions would be retained to 
provide for the establishing of higher minimum rates for 
individual occupations or industries where these are war-
ranted. Thus, a statute rate would provide some measure 
of protection for those workers for whom it is impossible 
to establish wage orders. It is also believed by the De-
partment that a statute wage at this time would lessen the 
work involved in establishing minimum wage rates by wage 
orders. Thus the statistical, clerical, enforcement, and 
administrative staff would have more time to devote to 
actual enforcement work and could more nearly cover the 
field. 
Ideally, this combination of statute rate and wage 
order rates would work. However, this process would be sub-
ject to the same criticism as any law attempting to regulate 
a condition subject to constant change. In other words, it 
is conceivable that such a statute rate would soon become 
ineffective due to price and cost changes. In this case, 
no more protection would be gained t hat was had formerly. 
It can be said, however, that a state statute rate is likely 
to have a more lasting effect than are federal statute rates. 
It has been found that most intrastate industries are much 
less affected by price spirals. For example, despite the 
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low minimum rates of twenty and thirty cents per hour estab-
lished in 1942 for restaurant occupations, some employers 
in this industry were still found to be paying these rates 
in 1949. Therefore, it may be concluded that if wage regu-
lation is to be had at all, a combination of statute and 
wag e order methods would probably give the best protection 
for the greatest number of workers. 
2. Summary 
The purpose of the stud~lf has been to investigate 
the operation of the Rhode Island minimum wag e law and to 
try to determine its effect, particularly upon management 
practices. As pointed out in Section A of this Chapter, 
one of the best indicators of these effects on management 
are the results minimum wage l e gislation had had on em-
ployees. This has been determined in relation to the num-
ber of employees covered and to the results on employee 
earnings. From these findings it has been shown tha t ap-
proximately 72% of the total number of intrastate worke rs 
are receiving minimum wage protection. The facts also 
show that a substantial number of employees have received 
wag e raises due to the establishment of minimum rates. 
This has been accompanied by no noticeable drop in employ-
ment, and in only two cases, by a drop in weekly hours 
worked. Wage order enforcement in the form of inspection 
visits and particularly wage collections has shown that 
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even with the establishment of minimum rates and the result-
ing general rise of earnings, some employers have still paid 
what are g enerally considered to be substandard wages. It 
has further been shown t hat the established minimum rates 
h a ve not only brought about raises for the lower paid workers 
but the higher paid workers as well. This has resulted from 
the desire of employers to maintain wage differentials be-
tween employees. These have been some of the tangible re-
sults of Rhode Island minimum wage l egislation. 
No adequate means are available for determining 
the effect minimum wage regulation has had on supporting 
the wage policies of 11fair" employers. However, because 
intrastate industries are generally of a high competitive 
nature and because low paying employers have been forced 
to accept higher wage standards, it is possible to assume 
that some measure of protection has been afforded to fair 
employers. It is also possible to assume that because the 
majority of employers in each industry have voluntarily 
paid r e asonabl e wages and still retained sufficient profits, 
that no business has been unduly hurt by the establishment 
of minimum rates. 
In conclusion it may be said that although ef-
fective minimum wage legislation is in itself of an· elusive 
nature due to the constant fluctuations of our economy, 
Rhode Isla nd minimum wage l egislation has d one an effective 
job in raising wag e standards, if not to a high plain, at 
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least to above a level that mi ght otherwise e xists. In 
doing so, it has not adversely effected manag emen t or the 
public and it has undoubtedly helped emplo yees. 
• 
107 
BIBLIOGR.I\PHY 
Annual Report of the Department of Labor, 1937-1948. Provi-
dence, Rhode Island: Rhode Island Department of Labor. 
Baccus, Joseph H. and Egbert R. Nichols, joint editors, 
Selected Articles 2!! Minimum Wages and Maximum Hours, 
H. w. Wilson Co., 1936. 
Blum, Fred H., "Marginalism and Economic Policy: A Comment", 
American Economics Review. 37: 645-51, September, 1947. 
Development of Minimum Wage Laws in the U. Jl., 1912-1927. 
Washington, D. C.: Bulletin of the Women's Bureau, 
No. 61, United States Department of Labor, United States 
Government Printing Office, 1928. 
Dout y, H. M., "Some Effects of Wage Orders Under the Fair 
Labor Standards Ac t ", American Labor Legislation Review, 
32:171-5, December, 1942. 
"Effect of Changes in Wage-Hour Act", United States News and 
World Review, 27:54~6, October 21, 1949. -------
"Effect of Minimum Wage on Women's Earnings in Rhode Island", 
Monthly Labor Revi ew, 47:551-55, September, 1938. 
"Federal Wage and Hour Law of 1938", Monthly Labor Review, 
47:107-12, July , 1938. 
Labor Laws Governing the Employment of Women and Minors, 
Providence, Rhode Island: Rnodeislan<I Department of 
Labor, 1949. 
Hewes, Amy, nBasic Wage Protection", Christian Science Moni-
tor Magazine, June 7, 1947, p. 2. 
"New Minimum Wage Law", Monthly Labor Review, 69:supplement 
IV, November, 1949 . 
Pierson, Frank, nDetermination of Minimum Wage Ratesn, Amer-
ican Economics Review, 30:72-81, March, 1940. ----
Smith, Florence P., State Mini~um-Wage Laws~ Orders: 1942, 
Bull etin No. 191, Women's Bure au, United States Depart-
ment of Labor. Washington, D. C.: United States Gov-
ernment Printing Office, 1942 • 
State Minimum-Wage Orders Becoming 
World War II, Women's Bureau, 
of Labor7 -washington, D. c.: 
ment Printing Office, 1949. 
108 
Effective Since End of 
United States Department 
United States Govern-
Stigler, George J., 11Economics of Minimum Wage Legislation 11 , 
American Economi cs Review, 36:358-63, June 1946. 
· "Smnmary of Wage Order s Under t he F.L.S.A.", Monthly Labor 
Review, 57:1220-1, December, 1943. 
Supplement No. 1 to Bulletin No. 191, Women's Bureau, United 
States-oepartment of Labor. Washington, D. c.: United 
States Government Printing Office, 1945. 
Supplement No. 2 to Bulletin No. 1~1, Women's Bureau, United 
States-nepartment of Labor. Washington, D. c.: United 
States Government Printing Office, 1946. 
Supplement No. 3 to Bulletin No. 191, Women's Bureau, United 
States Department of Labor, Washington, D. C.: United 
States Government Printing Office, 1~46. 
"'ren Years Operation Under the Fair Labor Standards Act 11 , 
Monthly ~~ Review, 67:271-74, September, 1948. 
"U. S . Supreme Court Decision on New York Minimum Wage Law", 
Monthly Labor Review, 43:78-82, July, 1936. 
